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In the knowledge society of the 21
st
 century, human resources 
development (HRD) is of critical importance in both enhancing the 
competitiveness of nations and ensuring social integration toward national 
development. As it is well known, Korea has achieved remarkably rapid 
economic growth in the past 50 years to transform the poverty-ridden country 
into the world’s 10
th
 largest economy. Its export-oriented industrialization 
depended on tangible inputs and in particular, Korea effectively utilized the 
country’s cheap and well-educated labor force, a key factor driving such 
labor-intensive industries as textile and clothing industries. 
However, in recent years, Korea has come across many challenges. The 
emergence of China, India, ASEAN and other newly developing countries has 
increased market competition, taking away Korea’s comparative advantage in 
using abundant, cheap labor. Moreover, with the intensification of globalization 
and the advent of the knowledge-based society, input-driven growth became 
less effective and unsustainable. Evidently, the contribution of labor and capital 
to economic growth is declining and it has become necessary for Korea to shift 
from input-driven growth to more productivity-driven growth.  
At home, social polarization is deepening. It is concerning that a 
considerable gap exists in education and human capital investment 
between income groups, and such difference in human capital 
investment is in turn aggravating income polarization. Furthermore, 
Korea has one of the lowest fertility rates in the world, and one of the fastest 
aging populations in the world, which threaten to weaken the country’s 
economic growth. However, limitations of quantitative growth and the 
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slowdown in growth can be overcome with accumulation of human capital 
and enhancement of total factor productivity.    
Meanwhile, the rapid technological advancement has led to the growth of 
technology-and knowledge-intensive industries, like information technology 
and business services. In Korea, such industries are strategically fostered as 
next-generation industries and growth engines, and IT industries in particular 
have been the driving force behind the country’s economic growth since the 
1990s, and are expected to play a crucial role in achieving sustainable growth.  
Hence, amid challenges posed by the knowledge-based information 
society, Korea has found itself in need of a new growth strategy to achieve 
sustainable growth and withstand the ever-changing and dynamic economic 
and social environment. The importance of innovation-driven growth has 
increased, and human resources and information/knowledge play a key role 
in this new paradigm of economic growth. 
The growth of knowledge-based industries in products and services, 
for instance, will increase the demand for creative and skilled workers.  
Korea needs to build and maintain a high quality workforce to fuel and 
support the next-generation growth engines. And in order to cope with rapid 
technological changes and remain competitive, it is important to 
continuously upgrade and improve skills through education and training.  
Recognizing that knowledge and manpower development are the key 
factors determining the competitiveness of nations, many advanced 
countries have placed a strong emphasis on human resources development. 
HRD has become more important than ever for, at the micro-level, the 
competitiveness of individual firms and the employability of individuals, 
and, at the macro-level, for its contribution to achieving sustained economic 
growth and social development.   
Korea is also much concerned and involved in HRD as a means of 
promoting economic growth and high-trust society. Adequate resources and 
financing are needed to increase investment in HRD. Yet, due to market 
imperfection, it is difficult to leave human resources development to market 
and expect market forces to promote a socially desirable level of investment 
in education and training. In order to successfully transform into a 
knowledge-based society, and to be able to take a full advantage of the 
growth opportunities it offers, a sufficient level of investment in HRD is a 
prerequisite. Given the importance of HRD and the inevitable market failure, 
the Korean government has endowed the Ministry of Education and Human 
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Resources Development with the responsibility of overseeing national 
human resources development.  
The Korean government formulated ‘The First National HRD 
Strategies’ (2001-2005), which is being followed by ‘The Second National 
HRD Strategies’ (2006-2010). The second set of national HRD strategies 
envisages the creation of a learning society and a creative Korea through 
‘people-’ and ‘knowledge-oriented’ growth strategies.            
KRIVET has played the leading role in framing the national HRD 
strategies. KRIVET, established in 1997, thus bears important responsibilities 
to provide support for government initiatives in human resources policies 
and lifelong vocational competency development of all the Korean people. 
KRIVET leads Korea’s path to becoming truly a strong knowledge 
economy with its policy research in national HRD and in building the 
foundation for the national HRD data infrastructure. 
More specifically, KRIVET’s main research activities include policy 
research in national HRD, vocational education and training, and 
qualification system; development and assessment of vocational education 
and training programs; and provision of vocation and career guidance.  
The publication, New Paradigm of Human Resources Development, 
has been compiled to provide an overview of research undertaken by 
KRIVET. But, more importantly, it is a research document aimed at 
providing a useful insight into various areas of HRD in Korea through 
critical examination of experiences and case studies.     
This book is also the result of collective efforts made by many people. 
Especially, I would like to express my sincere gratitude to all the authors for 
their time and thoughtful input. Their undivided attention and effort shown to 
the finishing touches are greatly appreciated. Special thanks go to the staff 
members at the Center for International Studies and Cooperation of KRIVET. 
In particular, I thank Dr. Jong-Hoon Kang, Dr. Young Real Choi and Miss 
Janette Han for their devoted support. 
I sincerely hope this book prevails itself as a key document in policy 
research in HRD and hope you find it to be both informative and practical. 
 
 
Jang-Ho Kim, Ph.D. 
President  
KRIVET 
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Need for a New Development Paradigm  
The rapid growth of Korea over the past 50 years is regarded as an 
unprecedented and momentous success story in global economic history. In 
the early 1960s, Korea was one of the world’s poorest nations with per 
capita income of less than US$80, and its industrial infrastructure was poor. 
As a result of rapid growth rate it has achieved since then, Korea entered the 
league of industrialized nations with per capita income of more than 
US$10,000 in 1995. It has now emerged as a major economic power, 
ranked as one of the 10 largest economies in the world. A growing number 
of leading multinational corporations are emerging from the Korean 
peninsula, and Korean companies are highly competitive in the world’s 
semiconductor, consumer electronics, automobile, shipbuilding, and iron 
and steel industries. Korea’s industrial structure is highly sophisticated and 
the quality of life has improved immensely. Korea’s such remarkable 
achievements, dubbed the ‘Miracle of Han River’, owe much to the 
successful implementation of government’s open economic development 
policies, the active involvement of all members of Korean society for a 
better way of life, and the supply of high quality human resources.      
However, the same Korean economy that experienced such fast 
economic development has come across challenges in recent years. 
Major structural problems were exposed during the 1997 financial crisis. 
Korea’s macroeconomic framework was structurally flawed with 
weaknesses that were incompatible with the globalized and liberalized 
market environment. The Korean economy actively embraced 
globalization and liberalization, especially in the 1990s, but it was 
plagued with structural inefficiencies that failed to withstand 
2  New Paradigm of Human Resources Development 
globalization. Since then Korea has made considerable progress in 
restructuring the public, corporate and financial sectors, but it is 
continuing with its efforts to build a market-oriented, transparent and 
efficient economy. 
In the wake of globalization and the advent of the knowledge-based 
society, which is grounded in globalization and the information revolution, 
Korea has been forced to take more fundamental approaches, including a 
paradigm shift in the development model. Input-driven growth has revealed 
its limitations, especially against the highly competitive and integrated 
global economy. The motivation to work is declining and population aging 
is progressing at a fast rate in Korea, along with sharp reduction in birth rate. 
At the same time, China has transformed into the world’s manufacturing 
factory floor on the back of massive international investment. As the gap 
between Korea and China in production and technological capabilities 
narrows, there is a fear about the hollowing out of the Korean 
manufacturing sector. In order to achieve sustainable growth and adapt to 
the ever-changing environment, the private sector needs to play a greater 
role and help competitive market mechanism function more efficiently, and 
new, innovative socioeconomic systems need to be established.  
In the era of digital globalization, the most talked about issues for 
national development and prosperity are competition and collaboration. 
This is because the 21st century is the age of the network and an era in 
which global competition prevails. In this age of networking, the basic 
elements of competition and collaboration depend on the competitiveness of 
individuals and organizations. Competitiveness in a knowledge-based 
economy is determined by two interdependent factors. The first factor is the 
core competencies of individuals and organizations, representing the unique 
capabilities that set an individual or organization apart from competitors. 
The second factor is flexibility, that is, the innovative capability of an 
individual or organization to accept and adapt to change. Under the new 
economic environment, in which technology and demand patterns are 
changing rapidly, flexibility is a key factor in determining the success or 
failure of individuals and organizations. Recently, the Korean economy has 
faced several structural problems, largely because these two key factors of 
competitiveness have not been developed sufficiently. Accordingly, the 
basic direction of a new paradigm of socioeconomic development in Korea 
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must concentrate on improving the two key factors for the enhancement of 
Korea’s national competitiveness.  
 
HRD Strategies for Sustainable Development 
Acknowledging that national competitiveness depends more on human 
resources development and individual competence than ever before, the 
Korean government has placed a greater emphasis on the development of 
national human resources. National human resources development policy 
is significant in that it is a strategy to secure an engine of economic 
growth, and to realize an active and productive welfare society. Human 
resources development, as it has always been, is about developing the 
capabilities and aptitudes of individuals, and it is growing in importance in a 
knowledge-based economy for the following reasons.   
First, it should be noted that the capabilities of workers required by 
employers are essentially different from those previously required in an 
industrial society. Such abilities as simply taking in and reproducing 
were the kind of knowledge valued in the industrial society, whereas 
such knowledge-creating capabilities as application of knowledge and 
creativeness are demanded by the knowledge-based economy. In 
addition to principal basic abilities, such as reading, writing, and 
numeracy, the core competencies that make up a knowledge-based 
economy include communication skills, information literacy, teamwork, 
self-initiation, problem solving, and networking.  
Second, in a knowledge-based economy, along with a rapid aging of 
population, the importance of lifelong learning has increased, demanding 
development of capabilities over one’s lifetime. Due to rapid changes in 
technology and industrial structure, workers need to develop skills and 
absorb new knowledge and technologies incrementally through self-
initiated learning. A national support system needs to be established to 
provide individuals with learning opportunities throughout their lives. Also, 
amid declining population growth and population aging, it is important to 
provide re-education and training for people to actively participate in 
economic and social activities.   
Third, in addition to the concepts of physical and human capital, the 
importance of social capital needs to be emphasized when discussing 
economic growth and social development in a knowledge-based society. 
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Social capital is a general term for organizational qualities that can enhance 
social efficiency by facilitating collaborative activities consisting of trust, 
rules or networks founded on reciprocity. Social capital also has an 
influence on the implementation and consolidation of democracy and social 
cohesion, and enables the development of society as a whole. The concept 
of social capital goes beyond the concept of human capital to focus on the 
construction of a reliable network from which individuals can expect, and 
depend on, for social support. And the major trend is to include social 
capital for consideration in the discussion of human capital policy.  
 
The Role of Government in HRD 
Human resources development is an important issue that needs active 
involvement of the government. Human resources development cannot be 
adjusted automatically by market forces only due to the imperfectness of 
capital market, labor market and skills market. Due to the imperfectness 
of the market, it is possible that the wage level attained from education 
and training may not reach the respective marginal productivity. 
Moreover, the benefits of education and training tend to bypass the party 
paying for it, and flow to the trainees and employers. The result is that 
employers tend to hire skilled workers rather than invest in employee 
education and training. Consequently, society as a whole fails to achieve a 
desirable level of investment in education and training.  
In addition, human resources development policy is significant as an 
active policy measure to achieve social integration, for it can ease or 
alleviate the digital divide, or the knowledge and information gap between 
various groups in society. Especially, the low-income groups and socially 
marginalized groups that are less capable of adapting to the rapidly 
changing economic environment are likely to experience widening of 
economic, social, and cultural differences, which will aggravate the problem 
of polarization. National human resources development policy can be used 
as an effective measure to lessen or remove such social polarization. Labor 
market polarization can be prevented and social integration promoted, if the 
widening of the knowledge gap is averted through development of human 
resources targeting the more vulnerable groups of society. By supporting 
continuous vocational development, labor productivity can be improved and 
income gap narrowed. Education welfare of the socially marginalized 
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groups needs to be therefore strengthened to promote social integration.  
For effective national human resources development, the 
government needs to focus on the following. First, the government 
needs to strengthen the linkage between school education and the world 
of work and move away from a supplier-oriented educational system. 
Amid rapid changes in the technological environment and the world of 
work, the mismatch between the supply and demand of labor can 
worsen and result in the mismatch of skills. To prevent this, the 
government needs to maintain a signal system to alert the educational 
institutions of the fluctuations in the industry’s demand for manpower.  
Second, vocational education and training need to become more 
specialized and diversified. Under the knowledge-based economy, the 
nature of knowledge information is such that it requires not only various 
educational courses but also vocational education that is specialized and 
diversified for specific groups to ensure that all those who need it are 
provided with such opportunities. Vocational high schools need to be 
specialized and diversified. Also vocational schools and colleges of new 
forms need to be established to foster the talents and abilities of all 
students, while it is also important to have a support system at national 
level to help students acquire a diverse range of expertise and 
specialized knowledge demanded in the world of work.  
Third, the government needs to establish a lifelong learning system. 
In a knowledge-based economy, the creation, transfer, sharing and use 
of knowledge is highly dynamic, and the speed of knowledge evolution 
is fast. Hence, the government must take responsibility for providing 
educational opportunities that make learning possible for anyone, 
anywhere and at any time.  
Fourth, the government needs to support and encourage human 
resources development among small- and medium-sized enterprises 
(SMEs). Continuous development of vocational competencies is 
necessary for all, but is particularly important for SMEs and their 
employees, because the possibility is high that the market will fail to 
develop human resources.  
Lastly, a productive welfare system needs to be established. In a 
knowledge-based economy, the knowledge gap is likely to lead to greater 
social instability and a wider income gap. Social safety nets should be put in 
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place for the poor and the disadvantaged who find it most difficult to adapt 
to changes. The disadvantaged groups, including women, the disabled, 
youth without higher education, the unemployed, the old, and the poor need 
to be provided with employment opportunities so they can support 
themselves and place a lesser burden on society. To help those groups 
escape from the poverty trap, there should be training programs customized 
to suit each group and the curriculum need to be developed to allow 
continuous career development. Together with vocational development, the 
disadvantaged groups should be given more practical assistance to 
participate in the labor market through programs designed to offer career 
advice and induce motivation. 
 
Building a People-centered Model of Lifelong Learning Society   
For Korea to achieve another take-off and become a more advanced 
country in a 21st century knowledge-based economy, it is suggested that 
Korea envisage a new ‘people-centered’ model. Like ‘the Miracle of Han 
River’, which was accomplished by combining all the nation’s capacities 
towards an export-driven economy, a new paradigm is needed to emphasize 
the importance of human resources as a means to become an advanced 
nation in the 21st century knowledge-based economy. The idea of 
becoming ‘people-centered’ is to build a nation wherein the value of human 
resources is constantly enhanced, properly evaluated and optimized, so that 
human resources plays the pivotal role in raising national competitiveness. 
The goal is to achieve both growth and social integration, and promote 
sustainable growth by raising Korea’s competitiveness founded on high 
levels of trust, cooperation and participation. 
In the knowledge-based global economy, competitiveness derives 
directly from the knowledge accumulated in people. Therefore, 
converting to a knowledge-based economy can be described as the 
advent of the people-centered era. It is thus necessary to fundamentally 
revamp the method of human capital formation in order to educate, 
allocate and utilize high quality human resources. For learning and 
lifelong learning to be possible for everyone, a learning-centered 
environment needs to be created at every level – organizational, societal 
and national levels – and the relevant systems need to be established to 
practice comprehensive learning. This is the kind of human capital 
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formation mode demanded by the 21st century knowledge-based 
economy. As Marshall & Tucker (1992) described, growth will be 
achieved by a nation with an organized nationwide learning system and 
where all systems are geared towards realization of learning and any 
activity that is dependent on learning. Thus, it is when the learning 
organization becomes learning-oriented that a nation can withstand the 
new paradigm of competition in a knowledge-based economy.  
A people-centered model is about creating a comprehensive learning 
society based on a lifelong learning system, learning organization, and 
learning networks. A comprehensive learning society is one in which 
learning capacities of the society as a whole are improved, and its 
members can move round between work and learning or undertake both 
simultaneously.  In other words, horizontally, it is a society wherein 
individuals, organizations and all constituents of society form a learning 
organization, and become part of a mutual learning network. Vertically, it 
is where all members are afforded lifelong learning opportunities. A 
comprehensive learning society is also one in which a lifelong learning 
system is established at the individual level, the systematization of 
learning is achieved at the organizational level, and learning networks are 
constructed between individuals and organizations. In a comprehensive 
learning society, everyone should be able to receive education and 
training at reasonable prices throughout their lives. Organizations need to 
accumulate wisdom to survive the inevitable changes in the environment 
through learning at individual and organizational levels, thereby 
innovating their organizations to achieve growth. 
In conclusion, the medium- and long-term vision of the Korean 
economy should be people-centered and it will be able to turn into an 
innovation-driven economy by creating a comprehensive learning society. 
In a knowledge society, the Koreans have many advantages and a lot of 
potential. Most of all, the people have creativity, which is most important 
in the fast changing knowledge-based economy. They have a strong 
pioneering spirit, which is also essential in a knowledge-based economy 
of a rapidly changing socioeconomic environment and an uncertain future. 
In addition, the Korean people are very sensitive to changes, and have a 
remarkable ability to adapt to those changes. In the age knowledge-based 
economy, where speed is important, the Koreans have the ability to make 
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compressed efforts to catch up with the developed countries, and possess 
the moral principles needed to establish mutual trust, which is the 
foundation of an efficiently operating networked society. 
 
About the Publication  
The purpose of this publication is to present an overview of the 
status of Korea’s human resources, and to investigate human resource-
oriented national development strategies given the recognition for the 
importance of human resources in the new growth paradigm amid the 
rise of the knowledge-based economy.  
This book is composed of three parts, which are ‘Changes and 
Challenges’ (Part 1), ‘Overview of VET & HRD’ (Part 2) and ‘New 
Models in HRD’ (Part 3). The book first gives background to the increased 
emphasis on human resources, and reviews the main trends in human 
resources and policies in Korea. It then seeks to establish policy measures 
on the problems currently being faced in various domains of human 
resources. The book is also aimed at drawing the significance of human 
resources in the new growth paradigm, and at identifying the direction of 
human resources development strategy.  
Chapter 1 ‘Socioeconomic Challenges in Human Resources 
Development’ describes the route our country has taken to progress in 
educating, distributing, and using its human resources. Based on this, it 
then points out the direction of the development of human resources in 
the new millennium. Specifically, it suggests that human resources will 
be the main driver of economic growth in Korea in the future, and after 
scanning the main trends of changes in the supply and demand 
structures for human resources, it presents a future course of policy 
progress for a human resources based economy, which tends to the 
mismatch between the supply and demand of human resources. 
Chapter 2 ‘HRD Policies and Strategies’ examines our human 
resources policies over the post-economic development period, and puts 
forth frames and directions of new policies in accordance with the current 
transition to a knowledge-based economy. To do this, after defining 
human resources, the chapter establishes the trend and problems related to 
human resources policy, both on a national and a regional level, 
suggesting development strategies for efficient human resources.  
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Chapter 3 ‘Vocational Education for National Competitiveness’ 
outlines the historic developmental steps in vocational education and 
analyzes the problems facing the current vocational education system, 
followed by illustrating development directions. In terms of development 
agendas for vocational education, this chapter recommends strengthening 
the role of vocational training centers to conduct lifelong learning systems, 
transforming the training system into a combination of industry and 
academia driven training, progressing vocational high schools to focus on 
students’ varying talents and options, and establishing region-centered 
vocational training systems.  
Chapter 4 ‘Structural Transformation for Demand-Oriented 
Vocational Training’ aims to firstly define system adoption and 
transformation of vocational training. It then proceeds to present 
appropriate future arrangements. It examines the status of women, the 
old, and the less employable as one aspect of developing each group of 
human resources. Based on this research, it outlines policy imperatives 
for developing human resources.  
Chapter 5 ‘Strategies for a Comprehensive Vocational Qualification 
System’ investigates changes in Korea’s certification systems. After 
identifying general trends and problems, it makes policy recommendations. 
The following are suggested: the linkage between certification systems and 
education; the integration of vocational training-certificate-job; adoption of 
national standard work skills to ease skill mismatch; encouragement of 
industry participation; and the establishment of social partnerships through 
the development of national certification systems. 
Chapter 6 ‘Career Guidance: Taking a Lifelong Career Development 
Perspective’ divides personal lives into the three stages of 
elementary/junior/senior schools, universities, and adulthood, and 
considers the demands and skills needed at each stage, in order to assess 
the status of support in career development and work of each stage. It 
then proposes measures to support a system of career development over 
an entire life. As policy imperatives in support of lifetime career 
development, it suggests tasks for career development in each life stage, 
the establishment of national standards for basic capabilities, user-
oriented service transfer systems, and increases in the quantity & quality 
of supporting personnel for career developments. 
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Chapter 7 ‘Promoting the Knowledge-based Economy through e-
Learning’ looks through the theoretical definitions of e-Learning, an area 
emerging as quite significant in all learning societies, and shows the trends 
and future expectations of prosperity for the present e-Learning structures in 
Korea.  
Chapter 8 ‘Holistic and Strategic Approach to Learning Society’ 
attempts to succeed the previous concepts of learning societies, while 
expanding and overcoming the limitations in the existing concepts of 
adult education, lifetime education and lifelong learning. In a changing 
environment, a new paradigm of HRD should establish targets for 
certification systems which are led by users, are developed in 
cooperation between the government & its people, which are based on 
decentralization/localization & abilities, and which address issues of on-
the-spot training, continuous educational training, lifelong learning, 
student-led learning, and the cultivation of knowledge labor and 
innovative capabilities. To enter into a comprehensive learning society, 
diversified strategies from individual members of society, as well as a 
wide range of organizations, including companies, are required. 
Chapter 9 ‘Partnership for HRD: a Long-Term Policy in Lifelong 
Learning Society’ looks at definitions and logic of partnership HRD. 
Based on this, the chapter then analyzes the system, the structure, and 
the state of the partnership for HRD, outlining its future prospects and 
missions. Since the transfer to a knowledge-based economy, lifetime 
learning is getting increasingly important, and HRD in a lifelong learning 
society requires many of those involved to communicate socially and 
maintain partnerships to relieve conflicting interests. The chapter outlines 
the roles and missions of our nation’s HRD partners, specifically by 
separating government, businesses & employers, employees and labor 












Socioeconomic Challenges  






N THE EARLY 1960S, KOREA WAS KNOWN as one of the 
poorest agricultural countries in the world, with little natural 
resources and one of the highest population densities. 40 years 
later, Korea has successfully developed into one of the leading countries of 
digitalization in the early 21st century. Korea’s rapid economic growth 
since the 1960s was possible by utilizing its abundant labor force effectively. 
An export-oriented economic growth strategy was suitable to fully take 
advantage of Korea’s diligent and talented people. Korea was able to 
achieve rapid economic growth by exporting inexpensive finished products, 
which were manufactured from imported raw materials and components by 
Korea’s industrious workers. In other words, Korea’s past economic growth 
was tangible input-driven.  
After recovering from the financial crisis that erupted at the end of 1997, 
Korea now faces serious challenges, such as growing income inequality, an 
aging population, increasing enrollment in higher education, and the rise of 
China. The Korean economy is now at a crossroads: can it continue to grow 
and join the advanced economies, or will it stagnate and remain one of the 
developing economies? Nurturing a higher value-added economy based on 
human resources development is the most urgent task for future prosperity. 
Considering Korea’s higher wage levels, and a labor shortage in labor-
intensive industries due to excessively high levels of enrollment in higher 
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education, it is impossible for Korea to compete with China in the low-end 
market. Human resources development based on education and training is the 
only way to secure competitiveness in the high-end market. Moreover, human 
resources development is important for Korea to keep and create jobs in the 
era of globalization, where the mobility of production factors will increase 
unprecedentedly and deindustrialization due to capital outflow can take place 
at any time, at any place.  
This chapter first explains how human resources have been accumulated 
and how they have contributed to economic growth in Korea. Then, it 
presents an overview of the structural changes of Korean human resources 
since the 1960s, and identifies some of its implications for Korea’s future 
economic growth. Likewise, the change in occupational structure is reviewed 
and the mismatch between labor supply and demand is analyzed. Finally, a 
summary and some policy implications are presented as concluding remarks.   
 
 
HUMAN RESOURCES AND ECONOMIC GROWTH 
 
Contribution to Economic Growth 
The Korean economy posted high growth during the period 1960-1995, but 
the rate of economic growth has moved downward since the mid-1990s. 
Korea’s average annual economic growth rate was 7.3% in the 1970s, 6.9% 
in the 1980s, 7.1% in the first half of the 1990s, and 3.7% in the latter half 
of the 1990s.  
Examining the contribution of each production factor including physical 
capital, labor, human capital, and total factor productivity, it was found the 
contribution of physical capital and labor to economic growth dropped 
significantly after the latter half of the 1990s and this was the major reason 
for the sluggish economy at that time. <Table 1-1> shows the contribution 
of each production factor to economic growth. Physical capital’s 
contribution to economic growth dropped from 57.1% in the 1970s to 
45.6% during the period 1996-2001 and labor’s contribution for the same 
period also dropped from 30.1% to 13.8%.  
The data suggest that Korea can no longer rely on a traditional input-
driven growth strategy to generate economic prosperity, and should find a 
new economic growth engine such as human capital or total factor 
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productivity. <Table 1-1> shows that total factor productivity’s contribution 
surged from 5.4% in the 1970s to 31.0% during the period 1996-2001, but 
human capital made insignificant contribution to economic growth during the 
period analyzed. In this respect, human resources development is the most 
important and urgent task to ensure another driving force for the Korean 
economy. 
In the past, human resources were emphasized only with regard to 
quantity, and hence the use of terms such as manpower or labor force, but 
today, the focus of human resources is changing into a quality-oriented one. 
In essence, creative minorities are taking the initiative to promote economic 
growth through invention and innovation, and knowledge workers will be 
considered more and more important in the knowledge economy of the 21
st
 
century. Therefore, the importance of population numbers and working hours 
for economic growth will gradually diminish, and the qualitative aspect of 
human resources such as skill level, technological ability and creativeness will 
be underlined. 
 
<Table 1-1> Economic Growth and Contribution Degree by Factor 
          (Unit: %, %p) 









1971-1979 7.3(100.0) 4.2(57.1) 2.2(30.1) 0.5(7.4) 0.4(5.4) 
1980-1989 6.9(100.0) 3.7(52.9) 1.5(21.3) 0.7(10.2) 1.1(15.6) 
1990-1995 7.1(100.0) 3.3(45.7) 1.5(20.5) 0.8(10.8) 1.6(23.0) 
1996-2001 3.7(100.0) 1.7(45.6) 0.5(13.8) 0.4(9.6) 1.1(31.0) 
Note: The contribution rate of each factor to economic growth is shown in parenthesis. 
Source: Kwon, Taek-Chung et al., Human Capital and Growth Potential, 2003.  
 
Quantity and Quality of Human Resources  
Exploring the stock of human resources is one of the crucial ways to 
understand the past economic growth experience and to map out a new 
growth plan. Korea passed the stage of un-limited labor supply in 1975
1)
 
and this increased the need for human resources development policy to 
                                            
1) According to Lewis (1954), it is possible for underdeveloped countries to supply labor un-
limitedly in the early stage of economic development. As the economy grows, labor supply 
becomes no longer unlimited and this is accompanied by wage increases. 
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efficiently utilize the limited supply of labor. That is to say, the demand for 
human resources is a constraint in the early stage of economic growth, but 
the supply of human resources is valued only when the economy has 
exhausted the abundant labor supply.  
Especially, since recovering from the financial crisis in late 1997, the 
Korean economy has faced a major challenge: how to make the transition into 
a new economic system where the quality of human resources counts for far 
more than ever before. As companies have begun to emphasize profitability 
over sales growth, fundamental changes have occurred in the labor market, 
such as massive lay-offs, the increasing use of irregular workers, and the 
increased preference for experienced workers. The essence of change in the 
labor market after the 1997 financial crisis could be summarized as enhancing 
labor market flexibility and improving labor productivity. 
It is possible to highlight three distinctive time periods with reference to 
the accumulation of human resources from the period of economic growth 
that started in the 1960s. Period 1 covers the period 1960-1975, and is 
characterized by an un-limited labor supply. Period 2 comprises the period 
1976-1996 where the labor supply became limited. Period 3 commences from 
the end of the financial crisis in 1997 where the quality of human resources is 
brought into relief. According to <Table 1-2>, which shows the overall trends 
in human resources, Period 1 is marked as a period of high population growth, 
gradually increasing economic activity participation, and high unemployment. 
In the early stage of economic growth, the population grew rapidly and labor-
intensive industries absorbed an increasing unskilled, low-wage labor supply.  
During Period 2, economic growth began in earnest. As a result, the 
population growth rate declined to around 1%, the labor force participation 
rate reached 60%, and the unemployment rate fell to 2%, which is actually 
considered full employment. In this period, the industry structure transformed 
into one oriented towards heavy industries including cars, ships, electronics, 
computers, and semiconductors. Labor disputes and the organization of labor 
unions in the late 1980s became the cause of rapid increases in wages 
around that time. Hence, this period is marked by the realization of labor 
shortages and the growing demands for highly skilled workers.  
Period 3 is marked by a relatively high unemployment rate with skill 
mismatch. As tertiary education has been expanding rapidly since 1980, over-
education has been aggravated as a whole. While a high unemployment rate 
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coexists with labor shortages in 3D (difficult, dangerous, dirty) industries, 
business expansion, particularly in high-tech industries, is limited by the 
growing scarcity of skilled labor, such as scientists and engineers.  
According to Korea National Statistical Office, Korea’s total population 
will reach a peak of 49,956 thousand persons in 2020 and the population 
growth rate will gradually decline from 0.44% in 2005 to 0.01% in 2020, 
-0.28% in 2030, and -1.18% in 2050.  
 
<Table 1-2> Trends in Human Resources  
  (Unit: thousand persons, (%))  





active population Employed Unemployed
Unemployment 
rate 
1963 27,262 14,551(53.4) 8,230(56.6) 7,563 667 (8.1) 
1970 32,241 17,468(54.2) 10,062(57.6) 9,617 445 (4.4) 
1980 38,124 24,463(64.2) 14,431(59.0) 13,683 748 (5.2) 
1990 42,869 30,887(72.0) 18,539(60.0) 18,085 454 (2.4) 
2000 47,008 36,186(77.0) 22,069(61.0) 21,156 913 (4.1) 
2004 48,082 37,717(78.4) 23,370(62.0) 22,557 813 (3.5) 
2010p 49,220 35,852(72.8) - - - - 
2020p 49,956 35,838(71.7) - - - - 
2050p 42,348 22,755(53.7) - - - - 
Note: Percentages are shown in parenthesis.  
Source: 1) Korea National Statistical Office, Annual Report on the Economically Active Population 
Survey, various years. 
             2) Korea National Statistical Office, Special Population Projections, 2005. 
 
Quality of Human Resources  
The quality of human resources is just as important as the supply of human 
resources itself. Though the quality of human resources is mainly 
determined by schooling, and vocational education and training, because of 
space constraints, I would like to discuss only schooling here.   
First of all, school education has played a major role in supporting 
economic growth by enhancing the level of education among Koreans
2)
. 
The average years of educational attainment of a Korean has almost 
                                            
2) According to McGinn et al. (1980), the contribution path of education to economic growth is as 
follows: 1) the enhancement of labor quality through technological progress, improvement of 
efficiency and knowledge of work; 2) the increase of labor mobility facilitating division of labor 
and labor force participation rate; 3) the progress of science technology facilitating invention and 
rapid employment growth; 4) managerial ability improving business management and allocation 
of resources; and 5) elimination of the social and institutional obstacles which appear in the 
course of economic growth. 
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doubled in 30 years, rising from 5.7 years in 1970 to 10.6 years in 2000. 
Especially, the average years of educational attainment of the population 
aged 24-64 increased from 6.8 years in 1970 to 12.3 years in 2000. The 
rapid growth rate in the average years of education was due to the eagerness 
for education among Koreans and household preference for increased 
investment in education as a result of economic growth. 
Several important institutional reforms facilitated the expansion of 
school education as follows: the lottery system instead of written 
examinations in enrolling freshmen at middle schools in 1969; the 
equalization of high schools in 1974; and the graduation quota system in 
universities as part of the July 30th education reform measures in 1980. A 
series of educational reforms made until 1980 was mainly focused on 
accommodating the elevated desire for entering high-status schools and 
reducing unwanted side effects, like the prevalence of out-of-school studies 
resulting from the severe competition in entrance examinations to higher 
schools. Also, there was a demand for highly educated manpower from 
businesses as the economy grew rapidly in a short period.  
The Education Reform announced on May 31, 1995 also changed 
drastically the scheme of Korean education. It focused on nurturing 
qualitatively excellent manpower to cope with the change in competition 
paradigm amid the growing trend toward globalization. Quality and technology 
became a key determinant of companies’ competitiveness so there was an 
increased need for human capital to support companies’ competitiveness 
strategy.  
In a knowledge-based economy, one of the most important tasks of 
education is to supply highly skilled workers on demand according to changing 
labor market circumstances. If the education system is not linked to the labor 
market, it may be inevitable to have jobless growth and unemployment if the 
mobility of production factors across borders becomes more volatile. The 
challenge for the education system in a knowledge-based economy is actively 
meeting the changing demands for education from students as well as 
businesses. In order to find and cope with diverse needs from interest groups, 
schools and education authorities should continually innovate the education 
system as a whole, including the school governance system, entrance 
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examinations, and curriculum. To facilitate this process based on autonomous 
effort from schools, the government has to construct infrastructure to assess 
education performance and to deliver market signals to the education system 
through such means as the provision of statistics and information networks.  
 
 
SUPPLY SIDE OF HUMAN RESOURCES 
 
Population Aging  
Aging of the population is the most salient feature observed in Korea’s 
population structure. Currently, Korea has one of the youngest population 
age structures among OECD countries, but it is shifting quickly into an 
older one. Korea became an ‘aging society’
3)
 in 2000 according to UN 
criteria and the share of those aged over 65 in the total population reached 
8.7% in 2004. Korea is expected to become an ‘aged society’ in 2019; such 
a rapid rate of population aging in Korea is unprecedented in human history. 
It means the transition from an ‘aging society’ to an ‘aged society’ will take 
only 19 years in Korea compared to 24 years in Japan, 40 years in Germany, 
and 47 years in the U.K.  
Such a rapid transition of Korea’s population structure is related with its fast 
rate of economic growth. With the increase of personal incomes, life 
expectancy has risen rapidly, but at the same time, the fertility rate has dropped 
even faster. As the baby boomer generation in Korea, born in the late 1950s and 
early 1960s becomes the elderly, Korea is moving toward an ‘aged society’. 
Population aging presents human resources development with 
challenges. First, Korea has to enhance vocational education and training 
for employed workers. Early retirement practices, which many companies 
opted in order to lower labor cost in the wake of the 1997 financial crisis, 
was attributed to the widening gap between productivity and wages, 
resulting as employees grew older. To solve this problem, it would be 
necessary to reform the longevity wage structure by introducing a wage 
ceiling within companies, as well as to build a new social mechanism to 
                                            
3) The United Nations defines a country, in which the share of those aged 65 and above among the 
total population is below 4%, as a young population, 4-7% as a mature population, 7-14% as an 
aging society, 14-20% as an aged society, and above 20% as a super-aged society. 
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narrow the gap between productivity and wages by elevating the vocational 
capability of employees through lifelong vocational education and training.  
Second, it is necessary to develop vocational education and training 
programs for the middle-aged and aged retirees. It is very difficult for 
middle- and old-aged retirees to be reemployed under the current labor 
market practices in Korea. There is a high probability that middle- and old-
aged retirees will exit the labor market to join the economically non-active 
population and this is likely to result in not only a waste of human resources 
but also an increase in social welfare costs. 
 
Growing Female Labor Participation  
According to <Figure 1-1>, the labor participation rate for females has rapidly 
surged from 37% in 1963 to 49.8% in 2004. This figure is in contrast with the 
labor participation rate for males, which dropped from 78.4% in 1963 to 
74.8% in 2004. As a result, the gap between labor participation rates by sex 
drastically narrowed from 41.4%p in 1963 to 25.0%p in 2004. Though the 
labor participation rate for females has increased in a relatively short period, 
the figure is still lower than those of OECD countries like the U.S. (59.5%), 
U.K. (55.6%) and Sweden (60.4%).  
The factors that stimulated female labor participation can be separated into 
distinct periods as follows. In the early stage of economic development, 
comprising the period 1960-1975, female employment increased mainly due to 
the large demand for female blue-collar workers in labor-intensive industries 
such as textiles, clothing, toys, and consumer electronics. For the period 1975-
1990, labor demand for females as a new source of manpower supply 
increased following the end of a period of unlimited labor supply. The demand 
for female workers increased mainly due to the availability of employment 
opportunities in sales and service occupations such as an office worker, 
accountant and salesman, which had previously been performed by males.  
After the 1990s, as the number of females with high school or better 
educational background increased, the gender segregation of occupations 
gradually faded and the scope of female participation widened. Female labor 
participation entered a new phase, resulting from the increase in skilled female 
workforce with higher educational attainments and the female-friendly change 
in industry structure caused by the rapid growth of IT and the service industry. 
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Shortening of Working Hours  
The average hours worked in Korea have drastically been reduced in a short 
period. In 2004, the average number of hours worked per week in 
nonagricultural activities recorded 45.4, while the peak was 52.5 in 1986. It is 
still relatively longer working hours compared with OECD countries such as 
Japan with 37.8 in 2003, the U.S. with 40.9 in 2002 and the U.K. with 41.0.  
According to the Labor Standard Act enacted in 1953, legal working 
hours were ‘eight hours a day and 48 hours a week’ until 1989, excluding 
rest periods. But the actual working hours exceeded by far the legal standard 
and this phenomenon resulted from both the Korean work ethics that 
appreciate hard work and the high compensation premium rate of 50% of 
the ordinary hourly wage for overtime.  
 
<Figure 1-1> Labor Participation Rate and Unemployment Rate by Sex 
Source: Korea National Statistical Office, Annual Report on the Economically Active Population 
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In 1989, the Labor Standard Act was revised to ‘44 hours a week’, a 
measure taken in order to accommodate the increased desire for leisure time 
among employees, and to respond to the strong demand from labor circles 
and to overseas criticism of the Korean system of long working hours. 
Finally, a ‘40 hours-a-week working system’ was phased in from July 2004.  
As the Korean economy suffered from high unemployment after the 
financial crisis, a 5-day working week was first suggested as an idea to create 
jobs through job sharing.  
A ‘40 hours-a-week working system’ was agreed upon between labor, 
management and government after much struggle. The 40-hour workweek is 
expected to help stimulate the economy by enhancing quality of life for 
workers, lessening unemployment through job sharing, coming into line with 
international labor standards, strengthening the service industry, and 
developing the vocational competencies of workers.  
To realize some fruitful results from the introduction of the 40-hour 
workweek, Korea needs to eagerly develop human resources while focusing 
on the following aspects.  
First, it is necessary to find new sources of labor supply to offset the 
labor reduction resulting from the introduction of the 40-hour workweek. In 
this respect, the female labor force in Korea is not fully utilized and 
therefore there is much room for additional labor supply. To increase labor 
participation among females, it is important not only to expand the 
vocational ability improvement programs for more females but also to make 
better working conditions such as childcare services, flexible working hours, 
and telecommuting.  
Second, strengthening vocational education and training infrastructure is 
a prerequisite for the 40-hour workweek to prove its real worth as a 
facilitator for a good use of individual leisure time.  
Other measures to consider to maximize the benefits of increased leisure 
time would include the provision of infrastructure such as lifelong learning 
programs, certification for in-house human resources development, and 
ensuring compatibility among work-education and training-qualifications.  
From the perspective of creating ‘software’ infrastructure, fostering a 
learning culture in Korean society is also important for the proliferation of 
lifelong learning.  
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Expanding Higher Education  
According to <Table 1-3>, the advancement rate of high school graduates to 
college has surged from 27.2% in 1980 to 89.8% in 2004. Since the 1980s, 
Korea has maintained a policy of expanding higher education opportunities 
for high school graduates. Regulations restricting the establishment of two- 
and four-year colleges have been relaxed, and existing institutions are 
allowed to increase their student enrollment. Consequently, in Korea, 
college education has become popularized among the youth, and the general 
educational level of the population has rapidly increased.  
 
<Table 1-3> Advancement Rate and Wage Differentials by Educational Level  
(Unit: %) 
















1980 95.8 84.5 27.2 78.5 100.0 202.7 
1985 99.2 90.7 36.4 81.8 100.0 198.4 
1990 99.8 95.7 33.2 89.3 100.0 165.0 
1995 99.9 98.5 51.4 92.5 100.0 142.0 
2000 99.9 99.6 68.0 91.3 100.0 150.1 
2003 99.9 99.7 79.7 84.2 100.0 151.7 
Notes: 1) Wage differential by educational level means relative wage index calculated under the 
assumption that the average monthly wage of male high school graduates equals 100.  
2) Advancement rate = (number of advanced graduates/number of total graduates)×100. 
Source: 1) Korea National Statistical Office, Annual Report on the Economically Active Population 
Survey, various years. 
       2) Ministry of Education & HRD, Statistical Yearbook of Education, various years.  
 
Such a rapid upgrading of the general education level offers both an 
opportunity and a challenge for the Korean economy. On the one hand, a 
highly educated population can be a source of sustained economic growth 
for Korea, since workers embodying higher human capital are more 
productive in the workplace. However, to provide jobs to a highly educated 
population, better jobs need to be continuously generated. In the past, 
college-educated labor was scarce in the Korean labor market, as reflected 
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in the wide wage gap between different educational levels. Up to now, the 
demand for the highly educated has been relatively strong, but the relative 
entry-level wages of college graduates have began to drop.  
As the gap between the demand for and supply of college graduates has 
gradually narrowed, demand for new college graduates is reaching a 
saturation point and already many college graduates are finding themselves 




DEMAND SIDE OF HUMAN RESOURCES 
 
Employment Structure by Industry  
Employment composition by industry has changed dramatically as the 
Korean economy has grown rapidly in 40 years from an underdeveloped 
agrarian country to a leading IT one. According to <Table 1-4>, the employment 
share of primary sector has dropped significantly, but that of secondary and 
tertiary has surged rapidly. The employment composition of primary sector 
dropped from 63.0% in 1963 to 8.1% in 2004. That of secondary has 
increased from 8.7% in 1963 to 19.1% in 2004 and that of tertiary, from 
28.3% in 1963 to 72.8% in 2004.  
As manufacturing industry has been the growth engine of the Korean 
economy since the 1960s, manufacturing employment increased very 
sharply. But the manufacturing industry reached the height of its prosperity 
in the early 1990s when China began to advance into the world market and 
threaten to encroach upon the markets that Korea has traditionally 
dominated, including labor-intensive products such as clothes, and 
consumer electronics. Manufacturing employment rose from 8.7% in 1963 
to reach a peak of 27.6% in 1990, before dropping to 19.1% in 2004. 
Employment in the manufacturing industry may increase for the time being, 
but over the longer term the share of manufacturing employment is likely to 
shrink.  
In the future, the job-creating ability of the manufacturing industry 
might be severely limited with the advancement labor saving technologies 
and growing offshore investment in manufacturing facilities.  
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Employment in the tertiary industry has also rapidly increased, as has 
employment in the finance and insurance industry, which recorded the 
biggest increase from 2.4% in 1980 to 11.7% in 2004. During this period, 
the financial sector, including banking, insurance and securities, has grown 
substantially because the growth of manufacturing sector created demand 
for the supporting industries like finance.  
Future job creation might mainly come from the tertiary sector, but 
Korea’s vocational education and training system is still organized to 
support manufacturing industry. Korea’s tertiary sector has not been 
successful in becoming internationally competitive because of undue 
regulations, a general disregard for the service industry and the lack of 
skilled labor in this sector. Nurturing competitive human resources in the 
tertiary sector is the most essential and urgent task to create jobs and secure 
a future growth engine for the Korean economy. 
 
<Table 1-4> Employment Composition by Industry  
                                                                          (Unit: %)  
Source: Korea National Statistical Office, Annual Report on the Economically Active Population 
Survey, various years. 
 
Employment Structure by Status of Worker  
The employment share of wage-earning workers has continually increased 
whereas that of non-wage-earning workers has dropped for the last 40 years. 
It is true that, over the years of high economic growth, the market 
mechanism has found place in increased parts of the labor market and new 
S.O.C & other services 
Year 
Agriculture













1963 63.0  8.7  7.9 28.3 2.5 - - 
1970 50.4 14.3 13.2 35.3 2.9 - - 
1980 34.0 22.5 21.6 43.5 6.2 19.2  2.4 
1990 17.9 27.6 27.2 54.5 7.4 21.8  5.2 
2000 10.6 20.4 20.3 69.0 7.5 27.2 10.0 
2004  8.1 19.1 19.0 72.8 8.1 22.9 11.7 
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and more efficient production methods have been introduced. The result has 
been a shrinkage of the traditional sectors of employment that are composed 
of non-employees such as employers (hiring others), the self-employed 
(working for themselves), and unpaid family workers (family helpers) 
working no less than 18 hours a week. 
 According to <Table 1-5>, the employment share of non-wage-earning 
workers dropped from 68.4% in 1963 to 33.9% in 2004. Among these 
workers, the number of unpaid family workers rapidly dropped from 31.2% 
in 1963 to 6.9% in 2004 as a result of structural changes in industry. As the 
economy has grown, the secondary and tertiary sectors have gradually 
absorbed a considerable number of unpaid family workers who were 
previously in the agricultural industry in semi-unemployed status. 
Compared with OECD countries, Korea has a high share of the self- 
employed to total employment and a relatively low share of wage-earning 
workers. The correlation between GDP per capita and the employment 
share of the self-employed and unpaid workers is negative in most of the 
OECD countries. Given Korea’s economic development level, the share of 
the self-employed is excessively high and, as the economy advances, the 
ratio of wage-earning labor is likely to rise while that of non-wage-earning 
labor will fall.  
 
<Table 1-5> Employment Composition by Status of Worker  
(Unit: %) 
Wage workers Non-wage workers 
Year 






1963 18.8 12.7 37.2 31.2 
1970 28.4 10.6 34.2 26.9 
1980 37.7  9.5 4.7 29.3 18.8 
1990 32.8 17.5 10.2 6.5 21.6 11.4 
2000 30.2 21.8 11.1 6.9 20.8  9.1 
2004 33.8 22.5  9.7 7.4 19.6  6.9 
Source: Korea National Statistical Office, Annual Report on the Economically Active Population 
Survey, various years.  
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Employment Structure by Employment Type  
Among wage-earning workers, the employment share of non-regular 
workers
4 )
, that is, those who are under temporary employment, has 
increased, and as for regular workers, that is, those in permanent jobs, there 
has been an overall reduction in terms of their share among wage-earning 
workers and in numbers. This has been the most lasting change in the 
Korean labor market in the aftermath of the financial crisis. The growth of 
non-regular workers is a common phenomenon observed in most of the 
OECD countries that comes with the increase in labor market flexibility. 
The sharp increase in non-regular workers after the financial crisis may 
have resulted from the combined effect of two forces: one is that the labor 
market has become more flexible, since non-regular jobs have a shorter job 
duration and worker mobility among those jobs is higher; and the other is 
that general occupational degrading has happened, since non-regular 
workers hold lower-paid jobs compared to regular workers.  
The share of non-regular workers to total employees increased from 
45.7% in 1997 to 48.8% in 2004. Among wage-earning workers, the decline 
in the number of regular workers has been a relatively recent phenomenon 
that began in the mid-1990s. This decline has been most pronounced in 
relatively unskilled jobs such as clerks, laborers, operatives, and 
salespersons. Regular workers were substituted with temporary workers, 
and temporary workers were substituted with daily workers. Such a pattern 
indicates a shift in demand toward skilled labor.  
It should be emphasized that although the increase in non-regular 
workers may be indicative of deterioration in the quality of employment, it 
contributed greatly to the post-crisis job creation and unemployment 
reduction. Legislation for the protection of non-regular workers should be 
prudently executed with the consideration that such legislation could reduce 
job opportunities for job seekers with weak vocational capability including 
the youth and unskilled workers. 
                                            
4) Korea National Statistical Office classifies employment type into employees and non-employees, 
each of which is divided into three subgroups: Regular employees are those on labor contracts 
with indefinite contract length, temporary employees are those with contract length shorter than a 
year, and daily employees are those whose payment term or contract length is shorter than a 
month. Non-employees are composed of non-employees such as employers (hiring others), the 
self-employed (working for themselves), and unpaid family workers (family helpers) working no 
less than 18 hours a week. 
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CHANGES IN OCCUPATIONAL STRUCTURE 
 
Occupational Composition  
The change in employment composition by occupation in Korea for the last 
40 years can be summarized as an increase in professionals and technicians, 
and a decline in farmers and fishermen. This shows the progressive 
transformation of the economy from being an agrarian country to a leading 
IT one after undergoing rapid economic growth.   
According to <Table 1-6>, as the importance of primary sector in the 
Korean economy has drastically reduced over the last 40 years, the employment 
share of farmers and fishermen dropped from 66.7% in 1960 to 13.9% in 2000. 
The shrinkage of the primary sector resulted not only from the change in 
industry structure towards the secondary and tertiary sectors but also from the 
labor saving technological progress in agriculture such as mechanization and 
automation. The movement of workers from rural to urban areas in search of 
better job opportunities has also contributed to the decline in primary sector. 
 
<Table 1-6> Employment Composition by Occupation  
                                                                           (Unit: %)  





1960  2.4 1.3  2.6  8.3  5.2 13.4 66.7 
1970  3.2 1.0  5.9 10.2  6.7 21.8 51.2 
1980  4.5 1.1  9.5 12.1  7.1 28.1 37.6 
1990  7.4 2.1 15.4 14.0  8.8 31.6 20.7 
2000 13.3 5.2 14.6 15.0 14.0 24.0 13.9 
Source: Korea National Statistical Office, Population and Housing Census Report, various years.  
 
With this in mind, it is worth paying attention to the rapid increase in 
employment share of the so-called white-collar occupations like managers, 
professionals, and clerks. In the pursuit of an export-oriented growth 
strategy that fostered large-scale manufacturing businesses, it was natural 
for these occupations to increase in number to ensure efficient business 
operations. Also, the employment share of blue-collar workers increased 
continuously from 13.4% in 1960 to 30.3% in 1990 as a result of economic 
growth based on labor-intensive manufacturing industries until 1990. As 
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competition from China intensified during the 1990s, especially in labor-
intensive industries such as clothing, textiles, and consumer electronics, 
Korea’s industry structure has become capital-intensive. As a result, the 
employment share of blue-collar workers dropped to 24.0% in 2000. 
 
Feminization of White-Collar Occupations  
Feminization of white-collar occupations is another outstanding change 
observed in Korea’s occupational structure. According to <Table 1-7>, the 
change of occupation structure showed job segregation by sex, as female 
employment has increased in occupations such as professionals, clerks, and 
sales & services, while it was sluggish for occupations such as managers 
and unskilled laborers.  
Female employment was highly concentrated in sales and services in the 
early stage of economic development, but, as the economy grew, female 
workers began to take up professional jobs like clerks, which were 
traditionally male-dominated occupations. The increase in female clerks 
resulted from several factors, such as female workers’ greater tendency to 
accept lower wages than males, the increasing number of female workers 
receiving higher education and the growth of female-preferred occupations 
with relatively better work conditions and social recognition.  
As a related issue, the lower share of female workers in the unskilled 
laborer category was due to the job characteristics, which need physical 
strength in many cases, and also due to the lower social recognition of 
female unskilled laborers. The female-to-male worker ratio, or the number 
of female workers per 100 male workers, for professional occupations has 
increased from 21.6 persons in 1960 to 73.5 persons in 2000. This was due 
to the increase in female workers in occupations such as teachers, 
pharmacists, and nurses. As the number of females with higher education 
increased, female graduates began to actively participate in the labor market. 
Female workers tend to prefer professional occupations because there is 
relatively weak segregation by sex in issues such as promotion, wages, and 
job duration after marriage.  
Job segregation by sex was most significant in managerial occupations. 
The ratio of female managers remained at the comparatively low level of 
8.3 persons in 2000, although the ratio of female clerks increased from 11.8 
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persons in 1960 to 73.0 persons in 2000. It could be interpreted that there 
are lots of females on a shorter promotion job ladder and only a few higher 
up the job ladder because females are being segregated into certain jobs and 
therefore have fewer promotion opportunities compared to males.   
 
<Table 1-7> Ratio of Females by Occupation  
                                                                     (Unit: person)  







1960 40.8 21.6 2.3 11.8 50.7 116.4 18.4 43.9 
1970 54.3 29.6 3.6 20.4 50.2 131.5 31.5 70.8 
1980 57.7 38.6 1.5 49.8 54.4 105.1 35.0 82.2 
1990 50.7 60.4 3.7 51.6 54.7 105.5 29.0 78.7 
2000 60.9 73.5 8.3 73.0 79.7 121.3 24.2 93.3 
Source: Korea National Statistical Office, Population and Housing Census Report, various years.  
 
Growth in Information Related Occupations  
In general, social change entails changes in the way a society operates and in 
the behavior pattern of the people. This kind of change can be brought about 
by the culmination of occupational structure change. The reduction in the 
number of farmers after the Industrial Revolution in the 18th century is a 
representative example and the same change can be observed in Korea after 
1960. The information age, with the spread of computers and the Internet after 
the early 1990s, well characterized the on-going change in social structure 
change in Korea. As the speed of knowledge and technology diffusion has 
increased and the cost of acquiring knowledge and technology has fallen, the 
importance of knowledge and technology in economic activities has increased 
more than ever. As a result, Korea’s occupational structure has changed in 
favor of information related jobs, and has resulted in a corresponding increase 
in managerial and professional occupations.  
Though information related occupations could be defined in various ways, 
they will be defined as professionals and managers in this section. According 
to <Table 1-8>, the employment share of information related occupations 
increased from below 10% in 1990 to 18.5% in 2000. The figure was still 
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lower than that of U.S. in 1991, but higher than that of Japan in 1990. To note 
is the rapid increase in information and knowledge occupations. Especially, 
the employment share of professionals has expanded significantly due to the 
increase in computer and engineering professionals.  
Polarization of occupational structure is one of the frequently pointed 
out changes that are entailed by the deepening of the information age. 
Occupations are disintegrating into skilled or unskilled and, as a result, 
higher-skilled and lower-skilled jobs increase concurrently while medium-
skilled jobs shrink. Simple and repetitive work is substituted by computers 
and automated machines, and jobs are created for managers and 
professionals because value-added activities mostly result from R&D, 
planning, and management. Although, the increase in higher-skilled 
occupations is evident in many countries, there exist opposing opinions 
about the increase in unskilled occupations. 
 
<Table 1-8> Comparison of Information Related Occupations by Country  
 (Unit: person)  
Korea 
Year 





Professionals 7.4 10.5 13.3 16.9 11.1 
Managers 2.1  4.3  5.2 12.8  3.8 
Total 9.6 14.8 18.5 29.7 14.9 
Source: Korea Information Society Development Institute, The Change of Occupational Structure 
with the Advancement of Knowledge & the Information Era, 2002. 
 
 
MISMATCH BETWEEN HUMAN RESOURCES  
SUPPLY AND DEMAND 
 
Youth Unemployment  
Korea’s youth unemployment rate, comprising those aged 15-29, stood at 
5.4% in 1991 and has steadily worsened since then to record 7.9% in 2004, 
which is about 2 to 2.5 times higher than the country’s overall unemployment 
rate. Korea’s youth unemployment rate is no higher than OECD countries, but 
it became a social issue after the 1997 financial crisis because it had risen 
alarmingly in a relatively short period.  
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The seriousness of youth unemployment is related to higher education 
and the number of unemployed college graduates has increased from 85 
thousand in 1991 to 145 thousand in 2004, which is an annual increase of 
4.2% for the period.  
The rapid expansion of higher education resulted in higher expectations 
of obtaining decent jobs, but the rate of creation of decent jobs driven by 
labor demand could not accommodate the rapidly increasing labor supply 
for those jobs. The upward trend in youth unemployment in Korea is likely 
to continue for the time being, as the rate of expansion of higher education 
would outpace the rate of creation of decent jobs. For example, restructuring 
is progressing toward labor saving industries such as the IT industry.  
The cause of youth unemployment can be classified into three categories, 
skill mismatch, job mismatch, and labor turnover. First, skill mismatch is 
defined as the discrepancy between the skills acquired by the applicants and 
the skills required by firms. Fierce competition and the rapidly changing 
business environment increases the demand for highly skilled workers, but the 
supply of skilled workers is hindered by the time lag for schools to adapt to 
new skill demands from the businesses. 6T sectors, which refer to IT-
Information Technology, BT-Bio Technology, NT-Nano Technology, ET-
Environmental Technology, ST-Space Technology, CT-Cultural Technology, 
and are strategically fostered by the Korean government, and ‘the Next 
Generation Growth Engines of Korea’ sectors are now experiencing a lack of 
labor supply with adequate skill levels. 
Second, job mismatch results from a discrepancy in work conditions 
between labor supply and demand. In general, less popular jobs such as 
those in 3D (dangerous, difficult, and dirty) industries and small businesses 
are suffering from a lack of labor supply. Job mismatch results from limited 
labor supply, higher education, and population aging in the course of a 
highly advanced industrial structure.  
Third, labor turnover could also be contributing to increased youth 
unemployment. The increase in labor turnover arising from frequent job 
quits by youth workers could cause manpower shortages for companies.    
Especially, the increase in non-regular workers after the financial crisis 
in late 1997 led to less worker loyalty to companies and became the cause 
of frequent changes of occupation. In general, an increase in labor turnover 
increases unemployment, if other factors remain constant. 
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The Shortage of Science and Technology Manpower  
The share and absolute number of students majoring in science in high 
school have been falling since the late 1990s. The student share of those 
majoring in science among third graders at general high school dropped 
from a peak of 47.2% in 1998 to 39.9% in 2003. Even worse, the share of 
science colleges preferred among total applicants has fallen from 45.7% in 
1994 to 26.9% in 2003 and the absolute number of applicants has decreased 
by about 140 thousand persons.  
Although the demand for science and technology manpower is 
increasing as the degree of dependency on knowledge for economic growth 
is increasing, the education system is not able to nurture highly skilled 
manpower in sufficient number. There exists a labor shortage in the IT and 
BT sectors despite the fact that there is a general labor oversupply of 
science and technology graduates.  
For example, only 56.7% of graduates who majored in science and 
technology at college found employment in 2002. The proportion of 
students majoring in science and technology is higher in Korea than in 
OECD countries, but the quality gap of the students is serious. Especially, 
many of outstanding students expected to major in science and technology 
have changed their paths in order to become doctors, lawyers, and civil 
servants for better job stability and income opportunities.  
There is an urgent need to change the human resources development 
system into a demand-oriented one, as the discrepancy in skill contents 
between business and school is widening. Together with this measure, it is 
important to resolve the problem of skills mismatch to pave the way for 
self-directed learning for employed workers in order to provide increased 
opportunity for compensation and promotion according to performance and 
ability. 
 
Labor Shortage and Utilization of Foreign Workforce 
According to the Labor Demand Survey by the Ministry of Labor, 
manpower shortage rates have shown long-term diminishing trends, but the 
degree of manpower shortage is different depending on firm size and 
occupation.  
Manpower shortage is especially severe in small and medium enterprises. 
For instance, the manpower shortage rate in small and medium enterprises 
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fell from 4.6% in 1994 to its lowest level of 0.87% in 1998, but it gradually 
increased after 1998 to 2.9% in 2004. Manpower shortage is especially 
severe among blue-collar occupations in small and medium scale 
manufacturing, and it is spreading to the service industries such as 
construction, restaurants, cleaning, and healthcare.   
Government policy to cope with the manpower shortage among small 
and medium scale manufacturing has focused on two measures, utilizing 
youth manpower through substitutional military service and foreign 
manpower. Utilizing youth manpower as substitutional military service is 
subdivided into industrial technician agents and special research agents 
according to the educational attainment of the youth. The agents are 
working at specified research institutes and/or industries instead of doing 
military service for a couple of years. 
The Ministry of Labor introduced an employment permission system for 
foreign laborers in 2004 because the former industrial trainee system had 
lots of problems, such as the presence of illegal foreign employees and 
weak protection for foreign laborers. The number of unskilled foreign 
laborers in Korea recorded 37.4 thousand persons in February 2004, an 
increase from 250 thousand persons in 2000. The utilization of foreign 
laborers by firms is largely in response to the difficulty of securing 
manpower in the domestic labor market, a situation that accounts for firms’ 
strong intention to continue utilizing foreign laborers in the future. In this 
respect, they proposed necessary measures to systemize the utilization of 
foreign laborers as follows.  
First, the utilization of foreign laborers should be minimized as much as 
possible so as not to infringe on job opportunities for domestic laborers. 
Because youths with only high school diplomas and unskilled elder workers 
attempting to secure a job could be easily disadvantaged by the increase in 
foreign laborers, it is necessary not only to protect job opportunities for 
these people but also to develop their vocational capabilities. Second, the 
utilization of foreign laborers should not hinder the restructuring process of 
industry. It is undesirable for economic growth to maintain declining 
industries, which should otherwise be closed down, with the help of the low 
wages of foreign laborers. So, the utilization of foreign laborers should be 
permitted only within restricted industries. 
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CONCLUSION AND POLICY IMPLICATIONS 
 
It is generally accepted that the structure of human resources in Korea has 
been drastically transformed since the start of economic growth in the 1960s. 
From a quantitative and qualitative perspective, the structural changes in 
human resources can be summarized as follows.  
First of all, labor shortage could become a matter of even greater 
concern in the near future, considering the rapid aging of the population and 
the cut in working hours by introducing a 5-day working week. Indeed, 
labor shortage is already a matter of concern, especially among the blue-
color workers in small and medium enterprises. To make matters worse, 
there is a shortage in highly skilled human resources including science and 
technology manpower that is expected to drive economic growth in a 
knowledge-based economy.  
Secondly, from a qualitative perspective, although Korea has achieved 
some noteworthy accomplishments in human resources development, 
including increasing the average number of years of schooling and the 
numbers holding college diplomas in a relatively short period, resolving the 
skill mismatch is becoming another challenge for human resources 
development in Korea. The demand for highly skilled human resources is 
increasing as Korea confronts the challenges of becoming a knowledge-
based economy, and of responding to fierce competition from globalization, 
but the education sector still incapable of effectively coping with the new 
labor demands. 
To cope with changes, the human resources development policy needs 
to take the following directions. First, in order to cope with labor shortage in 
the near future, it is necessary to fully utilize the potential labor market of 
women, aged persons, and foreigners. The anticipated labor shortage can be 
solved to a great extent by successfully raising the participation rate of 
Korean women, which is lower than those of OECD countries, and by 
eliminating the wastefulness of human resources resulting from the early 
retirement practices.  
Raising female participation rate is not an easy task, but it is useful to 
refer to the home-friendly employment policies in Northern European 
countries where they have succeeded in both raising the labor participation 
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rate of women and maintaining a high birth rate. Also, certain practices in 
the labor market, such as age discrimination, need to be reformed in order to 
make use of middle- and old-aged labor force; and at the same time, we 
should try to smooth out wage-productivity discrepancy by raising 
productivity and introducing a wage ceiling. Also, instead of focusing on 
simply utilizing unskilled foreign labor force, we need to establish a new 
policy to attract highly skilled foreign workers as a means of coping with 
the manpower shortage in science and technology.  
 Second, in order to eliminate the qualitative imbalance, we need to 
rebuild infrastructure including the national qualification system and 
encourage industry-academia cooperation to help create a school-to-work 
liaison. Also, in order to nurture competitive human resources, demand-
oriented education reforms and the establishment of a lifelong learning 
society are necessary.  
Despite growing participation in higher education, the high youth 
unemployment rate and a scarcity of science and technology manpower are 
a result of the imbalance in skills composition between human resources 
demand and supply. Hence, it is necessary to build a signal system of, for 
instance, providing new statistics and developing an information network 
that will help education institutions to easily accommodate the changes 
occurring in the labor market. At the same time, it is important to nurture 
skilled workers through reforming the education system in terms of 
curriculum and the school system itself. Furthermore, entrenching a lifelong 
learning system is an essential measure to overcome the obsolescence of 
knowledge and technology.  
Third, it is true that the enhancement of human resources utilization is 
no less important than the accumulation of human resources. In the near 
future, Korea will face drastic changes in industry structure resulting from 
the rapid growth in services and IT industries, and from the decline in the 
self-employed. Furthermore, in order to cope with labor shortages in the 
coming aged society while sustaining economic growth, labor mobility 
should be improved to ease the transition from the sectors with low 
productivity to those with high productivity. Simultaneously, we need to 
strengthen vocational ability through ongoing investment. Nurturing skilled 
manpower is not easily accomplished. School education and the vocational 
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training system should be continuously reformed based on long-term 
forecasts for human resources demand and supply in industries and 
occupations. Finally, it is necessary to help the lifelong career planning of 
people according to their aptitudes and innate abilities by providing reliable 














N JANUARY 2001 THE KOREAN GOVERNMENT elevated the 
Ministry of Education (MOE) to the Ministry of Education and 
Human Resources Development (MOE & HRD) and promoted 
its head to deputy prime minister, who is entitled to oversee and coordinate 
all major HRD-related policies. That action was perhaps inevitable in order 
to help Korea prepare for the challenges of the 21st century. Most leading 
countries have reorganized HRD-related ministries and government agencies 
and reformed education and training systems in order to implement HRD 
policies in more systematic ways.  
In a knowledge-based economy, knowledge and technology have become 
more crucial than material resources in an industrial economy. Creation, 
dissemination and utilization of new knowledge depend upon the abilities of 
individuals and firms, which improve as various learning opportunities are 
provided. However, not everyone is provided with equal opportunity to 
acquire and utilize new knowledge. The lack of opportunity to acquire 
knowledge, along with the rapid expansion of new knowledge, results in the 
problem of a ‘digital divide’. Countries that cannot cope with this problem 
could end up being reduced to second-class countries. Economic and social 
changes in a knowledge-based society require all citizens to have capabilities 
to acquire and manage knowledge, through which consequently a country 
achieves social integration internally, and enhances its competitiveness in the 
global market. In other words, we are facing a new wave in the global 
economy in which the quality of a country’s human resources determines not 
only national competitiveness, but also the quality of one’s life.  
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Recently, Korea has come across various economic and social challenges: 
the emergence of the BRICs accelerates the reshuffling of the order of the 
world economy; economic integration among countries promotes the opening 
of a country’s market to other countries; Korea will soon turn into an aged 
society; and developing countries including China are expected to outperform 
Korea soon and make inroads into the global market in the fields of middle- 
and high-end technology industries. These developments imply that Korea 
needs to constantly analyze changes in internal and external economic and 
social environments and to keep renewing objectives and strategies for 
developing and managing human resources.  
This chapter intends to provide a broad overview of Korea’s human 
resources development strategies. First, the concepts of human resources 
and human resources development at the national level are discussed. 
Secondly, the main contents of Korea’s HRD policies are explained based 
on ‘The National Human Resources Development Strategies for Korea’, 
which was promulgated in December 2001. Furthermore, recommendations 
for improving organizational scheme for the successful implementation of 
HRD policies are suggested. In addition, human resources development 
strategies at the regional level will be briefly discussed.  
 
 
CONCEPTS OF HUMAN RESOURCES DEVELOPMENT 
 
General Meaning of Human Resources  
Resources for enhancing productivity and competitiveness of a nation or an 
organization, in general, consist of 4 resources: physical resources, financial 
resources, information and human resources. Performance results of national 
policies or organizational management depend upon the quality, quantity, and 
systematic management of these resources. With respect to policy formulation, 
the area of human resources is important in that it plays a decisive role in 
efficiently utilizing the other 3 resources – physical and financial resources 
and information.  
From an organizational point of view, human resources refer to the 
employed in an organization. If they receive more and better education and 
training, and the quality of their skills and knowledge improves, the efficiency 
and productivity of the organization will be enhanced. Despite the importance 
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of human resources, they were not treated as an asset in organizations because 
of the difficulty of accurately measuring their economic value in monetary 
terms. Recently the OECD has tried to introduce human resources accounting, 
which is an indication that human resources have grown in importance. 
From a national point of view, human resources refer to the manpower 
available for a nation’s economic and social development. It was the sufficient 
supply of manpower in each economic developmental stage that made it 
possible for Korea to achieve unprecedented rapid economic growth over 
three decades since the 1960s. Now, it is necessary to develop human 
resources in Korea’s strategic industries like IT, BT, and NT as there is 
increasing demand for highly educated manpower in these areas.  
The concept of human resources is similar to that of human capital. 
Human capital means knowledge, information, skills, attitudes, characteristics, 
values and health that are internalized in an individual. These are acquired and 
developed through family, school, formal or informal education and training. 
Since education and training enhance the productivity of an individual, 
investment in human capital is an input variable that contributes to production. 
What distinguishes investment in human capital from other types of 
investment is that human capital is embedded within an individual.  
Human capital could diminish over time. For example, even the most up-
to-date skills that one acquires now would become obsolete in only 1 or 2 
years time. The diminishing value of human capital over time creates very 
serious problems in maintaining an individual’s employability, an 
organization’s productivity and a nation’s competitiveness. Thus, there is now 
a focus on efforts to maintain the quality and quantity of human capital 
through systematic planning and constant investment. Not every form of 
human capital loses its utility however. Interaction or convergence of key 
knowledge, information and skills can actually create new knowledge, 
information and skills. This makes human capital different from other 
physical resources.     
 
Concept of Human Resources in National HRD Policies  
Human resources in national HRD policy go beyond the concept of 
manpower, which emphasizes only the economic aspects. The concept of 
human resources, which includes not only knowledge and skills but also 
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values like integrity, has a more comprehensive meaning. From this point of 
view, human resources can be discussed with respect to individuals, and 
social and cultural aspects. From the individual’s perspective, human 
resources mean knowledge, skills, information and health that are embedded 
in each individuals and they are indispensable elements for enhancing the 
employability of an individual, the productivity of an organization and the 
competitiveness of a nation. Human resources from a social aspect mean 
norms and trust that promote productive connections among individuals, 
between individuals and organizations, among organizations, and between the 
government and private sector. The constructive links and cooperation formed 
among various actors in society bring about synergy that increases the 
productivity of elements of human resources or their combinations. From a 
cultural point of view, human resources encompass cultural, ethical, and 
spiritual maturity that enables understanding and development of various 
cultures in the world. This will contribute to the broadening an individual’s 
perspective on life, creating a constructive atmosphere in an organization and 
improving the cultural competitiveness of a nation.     
 
Concept of National HRD  
The concept of HRD and HRM in corporate management can be applied to a 
country. HRD at the national level refers to the government’s policy efforts to 
enhance national competitiveness and thereby contribute to the economic and 
social development by improving work competencies of all citizens. HRM at 
the national level means policy efforts to efficiently utilize available human 
resources through strengthening of the linkage between the education/training 
market and the labor market, providing career guidance and employment 
counseling services, disseminating information on education/training and 
labor market, or institutionalizing each individual citizen’s career management 
system. These kinds of HRD and HRM concepts have already been applied to 
the HRD policies in many countries. Korea is no exception.  
The rapid progress towards of a knowledge-based economy and 
globalization, changes in industry and job structures and in employment 
patterns in the labor market, together with changes in demographic structure, 
has given a rise to the need to re-examine the existing policies related to HRD, 
to define a new concept of HRD policies and to pursue new implementation 
strategies. Acknowledging this demand for fundamental change, the Korean 
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government transformed the Ministry of Education into the Ministry of 
Education and Human Resources Development and upgraded its head to 
deputy prime minister.   
The MOE & HRD has defined human resources as ‘skills and 
information competencies and moral integrity needed to improve the life 
quality of individual citizens and for developing a nation and a society’, and 
human resources development as ‘activities to enhance the utility and value 
of human resources in each stage of education and training, allocation and 
utilization of human resources’. HRD at the national level includes three 
elements: manpower development, formation of social capital, and 
improvement of human resources utilization.      
 
 
SCOPE OF NATIONAL HRD POLICIES 
 
Although it is generally acknowledged that the role of government is crucial 
in formulating and implementing HRD policies, there is no clear definition 
of HRD policy areas. This results from the fact that the concept of HRD is 
not yet firmly defined from an academic or policy point of view, despite its 
emerging importance in academic studies or national policies. There is no 
clear distinction in policy areas between HRD policy and policies on 
employment, manpower, and science and technology.   
In relation to Korea’s national HRD policy, it is worthwhile to categorize 
5 areas of HRD policy: 1) the provision of basic education and establishment 
of HRD infrastructure are associated with building social capital; 2) formal 
education and training, and R&D are included in the area of developing 
human resources; 3) training and employment policies as active labor market 
policies fall under the allocation of human resources; 4) HRD & HRM in 
private firms and other organizations are concerned with maintaining and 
utilizing human resources; and 5) institutions and information on HRD 
policies and planning, overview and coordination of HRD policies are 
included in HRD infrastructure. One of the main reasons for categorizing 
HRD policy areas is to provide standards for collecting and analyzing HRD 
policy information and statistics, as well as to develop HRD index and 
indicators. In addition, it is expected to contribute to making efficient HRD 
investment decisions and implementing HRD policies in more effective ways.  
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THE FIRST NATIONAL HRD STRATEGIES  
 
Vision and Goals 
The Korean government set a vision of ‘becoming one of the world’s top 
ten most competitive nations in human resources by 2005’ with the catch 
phrase: ‘Competent Citizens and Trustworthy Society’ in 2001. Along with 
this vision, the government set three goals: to strengthen the capacity of 
individuals; to build social trust and cohesion; and to create new sources for 
economic growth. In order to achieve the goals, four major policy task areas 
have been identified: developing key competencies for all citizens; making 
knowledge and human resources the driving forces for further growth; 
upgrading the level of utilization and management of human resources; and 
building the infrastructure for human resources development.  
 
<Figure 2-1> The First National HRD Strategies in Korea: Vision, Goals and 
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Developing Key Competencies for All Citizens  
As key competencies of each individual citizen are fundamental to national 
competitiveness, it is crucial to equip all Koreans with lifelong learning 
ability, creativity and core work competencies. The most urgent task is to 
raise the knowledge and skill levels of each individual by innovating the 
education system. It is equally important to secure social assets by building 
social trust and developing citizenship. Four proposals are aimed at 
satisfying these needs.  
First, primary and secondary education represents the critical stage, at 
which the basic knowledge and attitudes required for participating in social 
activities are developed. Most of all, every child should be given equal 
educational opportunities to reach a basic academic attainment level and be 
guaranteed to be equipped with attitudes that conform to democratic social 
behavior. Also, schools should be given more autonomy to develop 
creativity, as well as to cultivate a sound youth culture. The Korean 
government plans to innovate educational administration so as to make 
individual schools more autonomous, while introducing an institutional 
framework that facilitates stronger ties between schools and local 
communities.  
Second, it is necessary to nurture a youth culture that is forward-looking 
and creative. In order to promote such a youth culture, the government 
should increase the physical space and facilities for the cultural activities of 
youth, develop and disseminate diverse programs for hands-on activities, 
and train specialists for managing those programs. It will also be necessary 
to streamline a cooperative system that incorporates local institutions for the 
purpose of supporting youth activities in the local communities. 
Furthermore, it is required to develop systemic support measures to provide 
incentives for youths to participate voluntarily in such programs.  
Third, lifelong vocational education and training should be available to 
all Koreans to develop the capabilities that will enable them to respond to 
the changes in labor market demands. In this regard, schools should provide 
students with courses that help them learn about various occupations and 
develop the ability to pursue their own lifelong education after graduation. 
Specifically, the curriculum of vocational high schools needs to respond to 
the demands of businesses and industries. Also, universities should be 
encouraged to introduce more vocational programs as well as lifelong 
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learning for adults. With the proliferation of online education and training, 
more opportunities for continuous education should be offered to adults. 
The government aims to reinforce the ‘Educational Credit Bank System’ – 
the program that authorizes the awarding of academic credits for learning 
experiences gained outside schools. Local governments should be 
encouraged to develop ‘lifelong learning cities’, aimed at strengthening the 
role of local governments in promoting lifelong learning of their residents.  
Fourth, another challenge for social stability building is to develop 
competencies of the disadvantaged. The government should offer more 
education and training opportunities to the disadvantaged groups: low-
income families, handicapped people, and unemployed youth. The newly 
proposed ‘productive welfare policy’ places a strong emphasis on providing 
vocational training that enables disadvantaged people to become self-reliant. 
At the same time, in order to prepare for an aged society, measures should 
be taken to support employment, lifelong learning and voluntary activities 
of the elderly.  
Fifth, for Korea’s young people to grow up with a community-oriented 
way of thinking and a sense of responsibility, active participation in social 
activities should be encouraged in elementary and secondary education. 
Teachers and parents should emphasize self-control and responsibility, fair 
competition and cooperation, and social trust. Also, in line with 
globalization, schools should stimulate students’ understanding of the global 
society through international education and various exchange programs, 
particularly, through the Internet.  
 
Making Knowledge and Human Resources the Driving Forces for 
Further Growth  
Korea should find new sources of further growth in knowledge creation and 
high quality human resources. Gifted children should be identified as early 
as possible to be given appropriate education. Both public and private 
investments should be increased to supply R&D and production manpower 
for six strategic technology areas (IT, BT, NT, ST, ET, CT). In addition, the 
roles and functions of universities should be upgraded to establish a system 
for continuous knowledge innovation. Four proposals are made to meet 
these needs.  
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First, the government is reinforcing education for the gifted. Various 
educational programs, like schools for gifted children and education centers 
for the gifted, are now being operated by national agencies, local 
governments, universities and government-funded research institutes. The 
government’s efforts to build a supportive system for gifted children by 
securing the best teachers, reducing the size of classes, improving the 
learning environment, developing teaching methods, and by learning 
materials, should be continued.  
Second, the Korean government has designated six high value-added 
technologies (i.e. IT, BT, NT, ET, ST, CT) as strategic priorities for further 
growth. The government will establish infrastructure to support the supply 
of high quality human resources and concentrate administrative and 
financial resources in the strategic areas. Particularly, tripartite cooperative 
arrangements among industry, universities, and R&D institutes will aid 
efficient development of the core manpower for these strategic areas. At the 
same time, basic sciences should be promoted by attracting highly talented 
minds with strong support from the government. In areas where there are 
difficulty developing quality human resources domestically, joint projects 
with other countries will be encouraged, including the establishment of 
overseas research centers.  
Third, universities should be made the center of the tripartite cooperative 
arrangements among industries, academic communities, and research 
institutes. The government is planning to build large-scale techno-parks 
centering on universities, at least one in each of the major cities and 
provinces. In this regard, universities are encouraged to innovate their 
management guidelines and practices to enable the introduction of an 
independent organization for tripartite cooperation with industry and R&D 
institutes. Such an institutional arrangement will facilitate the establishment 
of for-profit organizations and incubators for new businesses on campuses. 
In addition, research-oriented universities will be designated to carry out 
specialized HRD programs in key fields. Also, investment will be focused 
on vitalizing a knowledge innovation framework. Under the vision for 
globalization of university education, Korea will open the education market 
to prestigious foreign universities, graduate schools and programs.  
Fourth, the liberalization of trade in services by the Doha Development 
Agenda declared at the 4th WTO Ministerial meeting poses a serious 
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problem to the Korean economy in securing a competitive edge in the 
service sector. On the one hand, training and the qualification system of 
professional services, including law, finance, and business consulting, 
should be reformed to cope with the challenge. On the other hand, a new 
qualification system for educational and training institutes will be 
introduced to facilitate the transition from school to work and from work to 
school and this will help strengthen the competitiveness of vocational 
training for the service industry.  
 
Upgrading the Level of Utilization and Management of Human Resources  
In addition to educating and training human resources, Korea needs a 
strategy to allocate human resources in the right place at the right time in 
order to utilize available manpower to the fullest. An innovative framework 
for human resources management should be established in both public and 
private sectors. It is also crucial to develop and utilize women who have 
great potential, without whom Korea could not maintain its competitiveness 
in the future. For this, it is required to transform the social environment and 
create institutional arrangements that will help Korean women work to their 
fullest abilities. Three proposals are made to deal with this issue.   
First, it is important to secure competent manpower in the public sector 
with the capacity to lead the policy decision-making in a knowledge-based 
society. The current recruitment system should be reformed in order to verify 
the qualifications of public officials for a knowledge-based government. The 
reform should emphasize creativity, learning skills and the ability to respond 
to changes as well as expertise for a specific job. The practice of public sector 
employment should be made more flexible by increasing the number of 
contract-based government posts. Particularly, in order to increase the ratio of 
female employees in the public sector, the introduction of a quota system for 
government positions should be considered. The skill level of public 
employees should be improved through performance-oriented personnel 
management programs and practices. Sabbatical leaves can offer further 
learning opportunities to government officials. Also, officials should be 
allowed to gain work experience in the private sector through personnel 
exchange programs. Such programs are expected to act as a catalyst 
stimulating the sharing of expert knowledge between the public and private 
sectors.  
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Second, stakeholders in the Korean economy need to be encouraged to 
pursue new labor-management relations, in which vocational education and 
training for workers are among the key agenda in collective bargaining. 
Tripartite cooperation between labor, management and government to support 
career development of workers should be given greater emphasis. In order 
to encourage workers to take the lead in developing their work competencies, 
more technical colleges and in-company colleges should be established. For 
those working in small- and medium-sized businesses that are incapable of 
providing their own development programs, the government plans to 
encourage joint training programs between large and small firms as well as 
among small- and medium-sized businesses.  
Third, the Korean government will take a more aggressive stance toward 
building the foundation for the development and utilization of female 
resources. For this, paid-leaves and training programs will be encouraged to 
enable more female workers, including those in part-time and temporary 
positions, to receive education and training. Various programs will be 
developed to provide women with more work opportunities. Education will 
be offered to full-time homemakers seeking employment to assist them in 
developing their skills. Furthermore, for highly talented females, the 
government will provide support to help them advance into rewarding 
occupations in emerging industries and knowledge-intensive industries. 
 
Building the Infrastructure for Human Resources Development  
In order to systematically plan and evaluate a nation’s human resources 
development, it is essential to have a nationwide information infrastructure. 
As part of such an HRD infrastructure, an effective system to manage the 
production and circulation of knowledge should be arranged. For this 
purpose, three proposals are suggested.  
First, it is necessary to build an infrastructure to fairly assess and manage 
both the value and ability of human resources. Thus, the government needs to 
come up with a system for evaluating and managing the learning experiences 
and careers of individuals. Also, it should institutionalize analyses of job 
assignments and establish a system that relates such analyses with 
qualification frameworks including education, training and certification. In 
light of this, the government should form a systematic basis for assessing the 
value of human resources in private companies. Also, we need to develop an 
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information infrastructure that allows educational and training programs to 
assess the demands of the workplace in a timely manner.  
  Second, the utilization and diffusion of knowledge is vital to HRD and 
the protection of intellectual property is a prerequisite for it. Korea needs to 
create a market in which intellectual property ownership is protected and 
traded fairly. The protection of intellectual property, the patent rights of R&D 
outcomes in particular, should be raised to the level of advanced countries. A 
copyright trust system put into effect on behalf of the individual copyright 
holders would increase the use of copyrights and enforce the protection of 
those rights. In addition, Korea should upgrade the knowledge-management 
system at the national level, as well as at individual corporations and research 
bodies. Creation of new knowledge requires the sharing of existing 
knowledge. A knowledge network system should be established between 
government, universities, and R&D institutes to facilitate joint research.  
Third, it is essential to expand the knowledge base in order to formulate 
and implement scientific and effective human resources policy. Thus, it is 
necessary to boost policy research in human resources, support the opening of 
courses in universities, and organize academic activities. In making a policy 
or implementing a project accompanied by either development or mobility of 
human resources, the government must consider what effects the policy or 
project may have on the education and training system and on the labor 
market. Spurring community-based human resources development is another 
important consideration in order to support development of local residents’ 
lifelong learning and to promote the growth of local industries.   
 
 
SYSTEMATIC IMPLEMENTATION OF  
NATIONAL HRD POLICIES 
   
Organizational Scheme  
As mentioned in the first part of this chapter, the MOE & HRD was 
launched to oversee and coordinate various policies related to human 
resources in 2001. Until then policies related to the development and 
utilization of human resources, including education, training, research and 
development, employment and social welfare, were implemented separately 
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by several ministries without a comprehensive framework to integrate and 
coordinate them. Therefore, cooperation among ministries could hardly be 
expected.  
The Minister of Education and HRD, as a Deputy Prime Minister, 
presided over ‘the Ministerial Commission on HRD’, which consisted of 14 
ministers. This meeting was organized in March 2000, in order to oversee, 
discuss and coordinate HRD-related policies at the central government level 
and to implement them in more systematic and efficient ways.  
In December 2001, the government announced ‘The National Human 
Resources Development Strategies for Korea’ as a mid-and long-term 
strategic plan for HRD at the national level. This was made through 
cooperative work between 18 HRD-related ministries and 7 government-
funded research institutes. This strategic plan set policy objectives and 
implementation strategies regarding the development and utilization of human 
resources, and is subject to renewal every five years by law. For each of the 
policy tasks identified in the strategies, respective implementation plans are 
prepared by the responsible ministry in conjunction with policy networks of 
relevant ministries, local governments, businesses and civic groups.  
In August 2002, ‘The Human Resources Development Act’ was enacted 
to support HRD policies by legally empowering the Deputy Prime Minister to 
oversee and coordinate the related ministries. The Act includes a requirement 
for the periodic revision of ‘The National Human Resources Development 
Strategies for Korea’, and provides for the formation and operation of a 
‘Ministerial Commission on Human Resources Development’, evaluation of 
policy outcomes based on the analysis of investment in human resources 
development, and overall management of HRD information.  
As explained above, an organizational scheme for HRD policy acquired 
its basic institutional framework by reshuffling the Ministry of Education, 
setting up the Ministerial Commission, passing a related Act between 2000 
and 2002. As of 2005, this framework was being maintained.     
 
Future Directions  
The Korean government is planning to reorganize the national HRD policy 
implementation scheme. First, the Ministerial Commission on HRD will be 
replaced with ‘the National Committee on Human Resources’ in which the 
President will be the head. In addition, a new department for human resources 
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innovation will be established within the MOE & HRD. These two proposed 
major changes have resulted from the fact that the current system has its 
limitations to ensure effective coordination, integration and control of HRD 
policies at the national level.  
 
What should be done in the Implementation Scheme?  
The Implementation Scheme for national HRD policies needs to reflect policy 
demands from individual citizens, regions and the country as a whole, and to 
enhance the efficiency and effectiveness of HRD policy implementation 
through systematic linkages between central and local governments.  
First, it is necessary to reorganize the existing ‘Ministerial Commission 
on HRD’ in order to take into consideration a cross-section of opinions from 
different stakeholders in more comprehensive ways and to perform quality 
work with professional assistance. The existing system does not cater for 
the private sector (enterprises, labor unions, professionals) to participate 
directly and actively in the formulation and implementation of HRD policy, 
and fails to taken into consideration of policy demands from regions and 
industries in a systematic manner. In addition, it has also been 
acknowledged that public officials should be rotated regularly among 
ministries and more experts should be employed from the private sector in 
order to upgrade the competencies of the MOE & HRD.     
It is essential that the Commission or MOE & HRD be endowed with 
practical power if there is to be an institutional mechanism to oversee and 
coordinate HRD related policies. Policy evaluation, development and the 
use of HRD policy indicators, manpower projections, investment analysis, 
budget allocation and arrangement schemes will help the Ministry and the 
Commission coordinate HRD policies.  
In addition to the Ministerial Commission, there are several central 
government level committees that deal with HRD-related issues, such as the 
National Science & Technology Council and the Presidential Committee on 
Balanced National Development. Each committee has its own policy 
agenda on HRD, which sometimes overlaps with another committee's 
policy agenda. Thus, a coordinating subcommittee needs to be set up with 
responsibility to integrate policy among these committees.  
Second, national HRD policy needs to be systematically coordinated with 
regional policy, since the country’s social and economic development is 
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ultimately the sum of development of regions. In other words, national HRD 
policy must consider the regional point of view, while regional HRD policy 
should reflect the overall aims of national policy. In order to achieve this, the 
same type of coordinating subcommittee, as mentioned above, is needed to 
bridge the Ministerial Commission and the Regional Innovation Committee.   
Labor migration among regions can happen anytime. Rather than each 
region attempting to become self-sufficient in training and supplying 
manpower, it may be more efficient for geographically close regions, or for 
regions that belong to the same economic zone to cooperate with each other. 
Establishing a coordinating committee among regions will thus benefit all 
regions involved.  
Third, in order for local governments to raise practical HRD policy issues 
in their regions, to formulate and implement HRD policies that reflect 
regional demands, and to be responsible for those policies, it is prerequisite 
for the central government to delegate or transfer HRD-related power to local 
governments as much as possible. Accordingly, the central government 
should evaluate the policies of local governments and provide guidance when 
necessary. Meanwhile, local governments will be able to oversee, coordinate, 
integrate and implement systematic HRD policies to meet their needs. So far, 
it has been impossible to coordinate HRD related policies horizontally within 
a region because each ministry has its own local branch agency and is 
reluctant to cooperate with other agencies.    
Fourth, it is necessary to set up an industry-based HRD policy 
implementation system. The Korean government launched a pilot project to 
establish ‘Sector HRD Councils’, which would benchmark the sector skills 
councils in the U.K., and the sector councils in Canada or the ITAB in 
Australia. Now there are 10 Sector HRD Councils operating for such fields 
as electronics, mechanics, shipbuilding, e-commerce, etc. are established, 
although they are as yet operating in the embryonic stage. The main 
functions of these Sector HRD Councils are to forecast manpower demand 
and supply, to identify core job skills, to design and provide training 
programs, and to develop qualification systems in their fields. Cooperation 
between Sector HRD Councils and national and regional level committees 
on HRD will complement the limitations of regional HRD policies.  
  Fifth, from the long term prospective, it is worthwhile to analyze the 
specific functions of HRD-related ministries, to categorize those functions 
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in systematic ways and, on the basis of the analyses, to reorganize ministries. 
Since this type of work needs comprehensive and in-depth studies, the 
government should take a long-term approach.  
 
New Framework for ‘The Second National HRD Strategies for Korea’  
‘The National HRD Strategies for Korea’ is the backbone of Korea’s HRD 
policy. The 1st generation National HRD Strategies for Korea can be 
characterized as being somewhat abstract and less specific than it was 
supposed to be. The following observations should be taken into 
consideration when making the 2nd generation HRD Strategies:  
First, the strategies must be based upon manpower forecasts. In practice, 
it is necessary to analyze the labor and education markets, to review the 
results of manpower demand and supply analyses, and based on these, to 
specify policy directions and tools.  
Second, the strategies must be supplemented and revised by setting up a 
rolling plan to prevent strategies being adjusted every time the policy 
environment changes. The effective duration of ‘the National Strategies for 
Korea’ (2001-2005) is different from the President's term of office (2003-
2008) and the two terms should be matched.  
Third, it is important to set up specific and achievable implementation 
objectives for each policy action plan. Policy objectives should be closely 
linked to budget. To achieve this, the framework for making policy action 
plans by ministries needs to be examined and revised.  
Fourth, policy evaluation needs to be strengthened in order to make 
accurate assessment of outcome of policy implementation. The focus of 
policy evaluation should be on performance results. Performance-based 
evaluation needs an information infrastructure that gathers, analyzes and 
manages various kinds of raw data on HRD policy areas.  
Last but not least, the second generation National HRD Strategies for 
Korea needs to be reshaped to include appropriate implementation tools for 
each respective area, which the first generation strategies lacked. Thus, 
when formulating the second generation strategies, the government should 
consider developing new tools in policy making that target disadvantaged 
groups like women, the aged, and the disadvantaged, and make a distinction 
between areas that involve direct government intervention and indirect 
intervention through incentives and guidelines. 
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NETWORKING AT THE REGIONAL LEVEL 
 
Policy Environment of HRD at the Regional Level  
The so-called current ‘Participatory Government’ put much emphasis on 
self-supporting localization and decentralization for balanced national 
development. In order to realize self-supporting localization, regional 
industries need to grow and for these regional industries to prosper, it is 
crucial to have an HRD infrastructure that can provide them with the skilled 
manpower they need and one that can train, maintain and manage high 
quality manpower for new industry areas. Recognizing this, the MOE & 
HRD launched a pilot project on HRD at the regional level (Busan, Kwangu, 
Chungbuk) in 2002 and the Ministry of Commerce, Industry and Energy 
(MOCIE) included Regional HRD (RHRD) in the ‘5-Year Plan for 
Balanced National Development (2004-2005)’.  
  In order to acquire and maintain competitiveness in the knowledge-
based society, it is important to develop and accumulate social capital, by 
developing a culture of linkage and cooperation, learning, democratic 
decision-making and consensus building, as well as developing individual 
human capital like knowledge, skills, and health. This social capital exists in 
the relationships among related stakeholders and actors. Networking, 
confidence, and trust among people contribute positively to the creation and 
utilization of human capital, so it is closely related to regional HRD. 
Physical proximity among related actors, which affects the formation and 
accumulation of social capital, plays a positive role in the formation and 
development of networks. At the micro level, these personal networks can 
promote local HRD, and this in turn facilitates rapid formation and 
accumulation of regional social capital at the macro level.  
 
Organizations: Regional Innovation Committee, RHRD Sub-Committee 
and Center for RHRD  
The Regional Innovation Committee serves as the top organization that 
deliberates on HRD plans and projects at the regional level. This committee 
discusses and investigates regional innovation plans, key issues related to 
the region in the national HRD strategies and other matters related to 
regional development. Under this regional innovation committee, there are 
several sub-committees responsible for overseeing and coordinating RHRD 
56  New Paradigm of Human Resources Development 
(Regional Human Resources Development), regional industries, and science 
and technology. The Sub-committee for RHRD deals with HRD-related 
policies. Specifically, it carries out: 1) deliberation and consultation of 
RHRD plans, implementation strategies and policies, 2) review of RHRD 
budget and consultation, 3) proposals for new RHRD projects, and 4) 
coordination and support of HRD-related policies at the regional level. 
Under the RHRD subcommittee, there are also several small committees 
responsible for planning and coordination, university education, tripartite 
cooperation between education and training institutes, private enterprises 
and R&D institutes and education support.  
Each region has its own center for RHRD, which acts as a think tank for 
RHRD policy development and implementation. This center is mainly 
accountable for managing information infrastructure that is responsible for the 
production, dissemination and use of various kinds of HRD-related 
information, for supporting key activities of the RHRD subcommittee and 
policy development, for providing professional assistance in formulating 
‘the Regional HRD Strategies’, for analyzing and evaluating RHRD 
policies, and for conducting R&D on other related matters.  
 
Policy Implications of RHRD Strategies 
While the functions of deliberation, linkage and coordination of RHRD 
policies are performed by the Regional Innovation Committee and the 
subcommittee for RHRD, actual policy implementation is carried out by 
local governments. Local governments have internal organizations 
responsible for RHRD policy implementation.  
The pilot project to set up RHRD strategies (2002-2003) provided 
several policy implications. First, the leadership of the main actors such as 
mayor, governor and superintendent is essential in raising issues related to 
RHRD, mobilizing related stakeholders to make RHRD plans, and forming 
a policy implementation infrastructure. In the pilot project, governors who 
lacked understanding of the importance of RHRD did not pay much 
attention to the project. This implies that it is prerequisite to provide leaders 
in individual regions with sufficient information and knowledge on RHRD, 
and to deepen their understanding of the importance of RHRD policy for 
regional development.  
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Second, success of RHRD policy depends on voluntary and cooperative 
networking among the main actors of HRD within a region. No single 
institution can achieve all of the intended aims of RHRD policy, especially 
considering that RHRD target an array of beneficiaries including school age 
children, university students, adults, formal education institutes, private 
institutes, women, and the disadvantaged. This implies that it is impossible 
to achieve RHRD without links and cooperation among related actors in 
each region.  
Third, it is a precondition in RHRD policy implementation that 
appropriate manpower and organizations take the responsibility of RHRD 
policy. The status and size of an organization tend to determine its workload 
and the quality of its output. In the pilot project, lack of professional 
knowledge and skills affected both the process of making HRD strategies 
and their appropriateness for each region. The implication is that, for a 
region to implement HRD policies tailored to its needs, it is crucial to equip 
public officials with professional knowledge and skills, and to allocate more 
manpower responsible for HRD policy.  
Fourth, RHRD should be implemented through the close linkage 
between central government and local governments. To achieve this, it is 
necessary to institutionalize policy discussion; in other words, it is crucial to 
have official channels for discussion on HRD policies between both forms 
of government. In the pilot project, the creation of a ‘support organization’ 
was recommended as a linkage between central and local governments but 
it was never realized. As a result, the regions that participated in the pilot 
project developed their RHRD strategies without knowledge about the 
extent to which their regional strategies were matched with or linked to the 
national strategies, and about the amount of financial support they could get.  
Fifth, it is also necessary to link, coordinate and integrate similar or 
related RHRD policies among ministries at the central government level. In 
order for the HRD policy to serve the needs of individual regions, HRD 
policies should be systematically linked, coordinated and integrated at the 
regional level. At present, however, this is not the case, because HRD-
related policies are implemented independently by each ministry. This 
implies that there is an urgent need for central government to delegate or 
transfer some of its power to local governments, in addition to ensuring 
coordination of RHRD policies among related ministries.  
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Lastly, planning, implementation and evaluation of specific policy 
programs can only succeed if they are based on scientific analyses of 
objective data and information. Now local governments do not have 
information systems on industries, education and training, allocation of 
human resources, labor market mobility, and demographic structure and 
change. This implies that there is a very urgent need for an HRD 
information system at the regional level.  
PartⅡ














OCATIONAL EDUCATION IN KOREA CONTRIBUTED to 
economic development by supplying skilled manpower through 
the industrialization during the last century. Korea is however 
confronted with growing momentum toward a paradigm shift driven by the 
changing socioeconomic environment. The changes include the advent of a 
knowledge-based society, the intensification of global competition, the 
decline in school age population, and the influx of foreign labor. These 
dynamic changes present the Korean vocational education system with the 
greatest challenges ever. This chapter covers the development of vocational 
education polices, current situation, problems and issues, and the future of 
vocational education in Korea. 
 
 
EVOLUTION OF VOCATIONAL EDUCATION POLICY 
 
In 1962, the Korean government launched the first of a series of five-year 
economic development programs, aimed at modern industrialization of the 
Korean economy. In its early stage of industrialization, Korean industries 
were heavily depended on labor-intensive industrial processes. During the 
1960s, a strong emphasis was placed on the nurturing of skilled workers 
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appropriate for the ‘economy-first’ policy, and there was considerable 
progress made in vocational education and training (VET). The Korean 
government strengthened vocational and technical education through the 
implementation of the ‘Five-Year Science & Technology Education Plan’ 
(1967-1971). From 1965 onwards, existing technical high schools were 
designated and operated as specialized schools. As technical education grew 
in importance, considerable development was achieved in the technical high 
school system. 
Vocational education curriculum became systematized when the Ministry 
of Education introduced in 1963 a curriculum for vocational high schools to 
be run separately from that of academic high schools. Accordingly, vocational 
education achieved noticeable success in meeting the needs of national 
economic development at the time, eventually placing vocational education at 
the core of educational policy.  
During the 1970-1980s, the Korean government stressed the 
development of heavy and chemical industries, high technology and the 
expansion of exports. As the industrial structure evolved, Korea advanced to 
an industrial society. The government continued its efforts to make 
vocational secondary education more substantial. However, vocational 
education faced new challenges during this period.   
During the 1980s, as Korean businesses moved from being labor-intensive 
to technology-intensive, secondary schools that were centered on vocational 
education found they could no longer provide young labor force with the right 
set of skills to meet the demands by industries. In an attempt to find a solution, 
Korea introduced a trial system, known as the 2+1 system. As a means to 
increase students’ adaptability to the workplace, this trial system was operated 
in technical schools, offering students two years of academic study and one year 
of training at an industrial site. 
In higher education, an Open University was established as an 
opportunity for those wanting to continue their education and those wanting 
to acquire new professional knowledge and skills. During this period, 
technical colleges experienced tremendous growth as vocational education 
began to be systematically operated. 
Since the 1990’s, the OECD economies have increasingly become based 
on knowledge and information. Undoubtedly, information and communication 
technology (ICT) has been the driving force behind economic growth in the 
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OECD countries. Continuing education and learning is recognized as a 
critical factor in a knowledge-based economy. Against the backdrop, the 
New Vocational Education System Building Plan, announced by the 
National Commission for Education Reform, brought a breakthrough in the 
history of vocational education in Korea. The plan aimed at building a 
readily accessible vocational education system suitable for a demand-based 
lifelong education society and revealed a paradigmatic change in vocational 
education. The new measures and directions proposed in this education 
reform plan continue to influence the subsequent educational plans 
proposed by government. 
As Korea increased its economic prowess and joined international 
organizations like the WTO and the OECD in the early 1990’s, public 
sentiment swung strongly towards globalization and openness. Korean 
industries, facing global competition, were prompted to upgrade 
technological and productivity levels in order to enhance and maintain their 
international competitiveness.  
Also, Korea began to transform into a knowledge-based industrial 
society, and polices and systems followed suit to facilitate and support this 
transformation process. The change in socioeconomic environment also 
demanded reforms in all areas of vocational education system.  
The National Commission for Education Reform and the Ministry of 
Education and Human Resources Development (MOE & HRD) announced 
the “Reform Plan for the Vocational Education System Vision 2020: 
Vocational Education for All” in May 2005. The plan was created within the 
context of rapidly changing economic, education and training environments. 
It was also as a response to the negative public perception, which regarded 
vocational education solely as a means for providing an industrial workforce. 
If the focus of vocational education policy had been on the quantitative 
expansion of vocational education institutions, then it needed to shift toward 
improving the qualitative aspects, like the contents and methods of vocational 
education, to better cope with industrial and societal changes.  
This plan proposed the following to reform the vocational education 
system: 1) to move from a system of developing low-skilled workforce to a 
system of developing more specialized, highly skilled workforce through 
curriculum diversification and flexible management of the duration of 
study; 2) to evolve from a system led by the MOE & HRD to a system 
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involving the participation of industries and other central and local 
government departments through ‘the diversification of the operation of 
authority’; 3) to expand beyond the school age student-based education 
system by strengthening short- and long-term vocational education for the 
lifelong learning of adults and workers; and 4) to maximize the interchange 
of human and material resources and their practical usage through flexible 
management via school-industry cooperation and by linking education and 
training. In brief, the Korean government plan will be implemented 
incrementally in three stages: introduction (2005-2010), expansion (2010-
2015), and settlement (2015-2020). 
 
 
OVERVIEW OF VOCATIONAL EDUCATION SYSTEM 
 
School System 
Korea uses a school ‘ladder system’, basing its education system on a 6-3-3-
4 structure by providing six years of primary education, three years of 
middle school, and three years of high school, followed by two or four more 
years in colleges and universities. 
The formal vocational education system mainly consists of general 
vocational education, vocational high schools, junior colleges and 
polytechnic universities as outlined below. 
 
General Vocational Education  
Although the instruction the students receive in primary and middle schools 
seldom has an explicit vocational orientation, there are many activities in 
the program and subjects that offer possibilities for the development of 
vocational awareness and understanding. Vocational subjects that middle 
schools provide include technology and industry, home economics, and 
computer science.  
Vocational education programs in academic high schools were first 
established in 1974. Even in their third-year of academic high school, students 
can take vocational education programs either at their own schools or at 
institutions like vocational training schools, private technical institutes, 
external programs of technical high schools and vocational training centers. 
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<Table 3-1>  Korean School System (as of 2004) 
 
Number of Schools  
Classification  
Total National   Public   Private 
Grand Total  19,381(1,002) 103(158) 13,219(14) 6,059(830)
Kindergarten  8,246 3 4,325 3,918 
Total  5,542 17 5,449 76 
Elementary School  5,541 17 5,449 75 
Elementary  
School Course 
(Year 6) Civic School  1 - - 1 
Total  2,900 10 2,218 672 
Middle School  2,888 9 2,217 662 




Miscellaneous School  8 1 - 7 
Total  2,141 17 1,170 954 
General High School  1,351 12 704 635 
Vocational High School 729 5 420 304 
Air & Corr. High School 39 - 39 - 
Trade High School  14 - - 14 
High School  
Course  
(Year 3) 
Miscellaneous School  8 - 7 1 
Special School  141 5 47 89 
Total  162 7 8 144 
Junior College  158 7 8 147 
Miscellaneous School  1 - - 1 





Corporate College 1 - - 1 
Total  221 44 2 175 
University  171 24 2 145 
Univ. of Education  11 11 - - 
Polytechnic University 
(Industrial University) 
18 8 - 10 
Corporate University  1 - - 1 





Miscellaneous School  4 - - 4 
 Cyber University 15 - - 15 
Total  28(1,002) (158) (14) 28(830) 
Independent Graduate 
School  
28 - - 28 
Graduate  
School 
Graduate School  (1,002) (158) (14) (830) 
Source: Ministry of Education & HRD, Statistical Yearbook of Education, 2004. 
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Vocational Education in High Schools 
Vocational high schools aim at educating competent skilled workers 
equipped with sound vocational awareness and professional knowledge to 
cope with the rapid changes in an information-oriented industrial society. 
These vocational high schools are the major sources of the craftsmanship 
level of industrial manpower in Korea. They provide technical-vocational 
education programs in the specialized fields of agriculture, technology, 
business and commerce, marine and fisheries, and home economics. The 
high school level technical-vocational education programs are usually three 
years in duration. 
The schools operate effective field training programs in cooperation with 
individual industries. One to twelve months of field training is required for 
technology majors; one to six months for agriculture and commerce majors; and 
one to twelve months for fishery and maritime majors. Unfortunately, the short 
term training programs focusing on providing field experience have not been 
widely accepted due to the reluctance of students taking part in the programs 
and the lack of industry participation.  
 
<Table 3-2> The Ratio between the General High School Students and      
Vocational High School Students 
(Unit: %) 
    Year 1990 1995 2000 2001 2002 2003 2004 
General high 
school 
61.8 54.1 63.9 65.9 68.0 69.3 65.0 
Vocational 
high school 
38.2 45.9 36.1 34.1 32.0 30.7 35.0 
Source: Ministry of Education & HRD, Statistical Yearbook of Education, various years. 
 
In 2004, there were 31 agricultural high schools, 209 technical high 
schools, 220 commercial high schools, 8 fishery-maritime high schools, 64 
combined vocational high schools and 206 comprehensive high schools, 
which provide vocational as well as academic courses. Also, there were 728 
technical and vocational high schools with a total enrollment of 514,550, 
which is about 35 percent of total high school enrollment. This is lower 
compared to past years, especially compared to the mid-90s, when the ratio 
peaked at close to 46%. However, the ratio of vocational high school 
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students has remained in the 30% level. 
As shown in <Table 3-3>, a significantly larger proportion of vocational 
school students chose employment over higher education until the early 90s, 
but the number of students entering higher education has increased steadily. 
By 2002, the number of students continuing higher education exceeded that 
of those entering employment. In 2004, the advancement rate to higher 
educational institutions reached 62.3% while the employment rate stood 
only at 32.9%. However, the employment rate among those who want to 
work remains above 90%. 
 
<Table 3-3> Change in Employment Rate and Advancement Rate to Higher 
Education among Vocational High School Graduates 




of graduates Number Rate Number Rate 
1990 274,150 22,710  8.3 210,113 76.6 
1995 259,133 49,699 19.2 190,148 73.4 
2000 291,047 122,170 41.9 149,543 51.4 
2001 270,393 121,411 44.9 130,968 48.4 
2002 231,127 115,103 49.8 104,138 45.1 
2003   189,510  109,234 57.6 72,212 38.1 
2004   182,835  113,944 62.3  60,062 32.9 
Source: Ministry of Education & HRD, Statistical Yearbook of Education, various years. 
 
The Korean government recognizes, and is responding to, the need to 
extend the role of vocational high schools in meeting the demands created by 
the continuing technological advancement. Accordingly, the government 
provides incentives to ensure ongoing development and expansion of vocational 
education as the major source of skilled manpower. 
The ‘Reform Plan for the Vocational Education System’, announced by 
the National Commission for Education Reform and the MOE & HRD, 
includes a wide range of reform measures for vocational high school 
education. The most significant aspect of the plan is that it proposes to 
increase the number of special high schools from current 64 up to 200, and 
to diversify authorities for school management. The main measures adopted 
by the plan are detailed in <Box 3-1>. 
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<Box 3-1> Measures for Vocational High Schools in Reform Plan  
 
• Expansion of ‘specialized high schools’ directly related to industry 
demand  
  ▫ specialization of vocational high schools by local governments 
  ▫ specialization of vocational high schools by industrial and vocational 
training organizations 
  ▫ specialization of vocational high schools by various ministries 
  ▫ develop vocational high schools in agricultural and fishing areas into 
local complex cultural centers 
• Strengthen basic vocational education in general vocational high schools  
  ▫ overall change of the curriculum 
  ▫ introduction of a comprehensive high school system 
  ▫ introduction of a system responsible for strengthening the basic academic 
abilities of students 
  ▫ reduction of the number of students per class 
• Support for school-led change and reform 
  ▫ strengthen school consulting services 
  ▫ introduction and support classes for improving management skills of 
senior executives including school principles 
  ▫ flexible supply of teaching staff 
• Review the possibility of transforming vocational high schools into general 
high schools based on the demand of industrial society 
• Strengthen basic vocational education in general high schools  
• Support the management of business startup programs for vocational 
high school students 
• Diversification and quality improvement of vocational high school 
students’ field training 
• Support field training by occupational organizations  
• Introduction of overseas vocational education programs for qualified 
vocational high school students 
• Activate school-based enterprises 
• Introduce majors collaboratively managed by vocational high schools- 
junior colleges/universities-industry  
• Incremental expansion of scholarships in vocational high schools 
• Beneficial employment of vocational high school graduates in local 
government 
• Improve the vocational education environment for disabled students  
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Tertiary Vocational Education 
 
Technical and Vocational Education in Junior Colleges 
High school graduates and those with an equivalent academic background 
may enter junior colleges. Since 1994, entrance to junior colleges has been 
determined on the basis of school achievement, academic achievement tests, 
interviews, and aptitude tests. Also 50-60 percent of the freshmen quota is 
reserved for the graduates of vocational high schools, craftsmen qualified 
through the national qualification system and workers meeting a specified 
amount of industrial experience. 
Of the total number of higher educational institutes, junior colleges 
comprise 44% and account for 43.1% of the student population. Compared to 
the 1970s, the number of colleges and students has increased by 6.1 times and 
44 times respectively, which is significantly larger than the 2.4 times and 9.2 
times corresponding increases of the universities. 
 
<Table 3-4> Quantitative Growth in Junior Colleges 
(Unit: number, %) 
   1970   1979   2004 
Increase rate(times) 
against the 70’s 
Schools 
Junior 
colleges 26 127 158 6.1 




colleges 5,887 78,455 259,182 44.0 
Entry quota 
(persons) 
Universities 35,653 115,755 329,509 9.2 
Source: Ministry of Education & HRD, Statistical Yearbook of Education, 2004. 
 
There are 158 colleges in Korea: 143 private (90.5%) and 15 public or 
national (9.5%). As of 2004, there were 1,445 departments among the total 
number of colleges.  
These departments comprised: 634 Engineering; 41 Agriculture; 4 
Fisheries & Marine; 74 Public Health; 1 Nursing; 103 Home Economics and 
345 Social Sciences & Humanities (including Education), Arts and Physical 
Education departments. 
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As of 2004, the total number of students enrolled in colleges stood at 
616,675, with 96% of them in private schools. About 42% of college students 
are majoring in Engineering; 26% in Social Sciences & Humanities; 22% in 
Natural Science and 10% in Arts & Physical Education. 
 
<Table 3-5> The Number of Junior Colleges Established   
(Unit: number, %) 
 Year 1980 1985 1990 1995 2000 2004 
National/ 
Public 
36(28.1) 17(14.2) 16(13.7) 7(5.5)/8 7(4.4)/9 7(3.8)/8 
Private 92(71.9) 103(85.8) 101(86.3) 137(94.5) 142(89.9) 143(90.5) 
Total 128(100.0) 120(100.0) 117(100.0) 145(100.0) 158(100.0) 158(100.0) 
Source: Ministry of Education & HRD, Statistical Yearbook of Education, various years.  
 
The success rate of college graduates finding employment has been 
increasing with industries absorbing more workers, and since 1985, the rate 
has actually exceeded that of 4-year university graduates. However, 
following the 1997 currency crisis, the success rate of finding employment 
fell sharply before picking up again steadily since then. 
Despite their high employment rate, wage levels for junior college 
graduates tend to be low. A wage gap has continuously existed between 
junior college graduates and university graduates, but there is virtually none 
between the former and high school graduates: in a comparison of wage 
levels between high school graduates (base value=100) and junior college 
graduates, the latter had a wage level of 102 in 2003. 
 
<Table 3-6> College Graduates’ Success Rate of Finding Employment  
Year 1990 1995 2000 2001 2002 2003 2004 
Employment Rate 
(%) 
82.9 84.6 79.4 81.0 80.7 79.7 77.2 
Source: Ministry of Education & HRD, Statistical Yearbook of Education, various years. 
 
The ‘Reform Plan for Vocational Education System’ (2004) does not place a 
strong weight on the suggested reforms for junior colleges. The main measures 
regarding junior colleges are as follows: 1) to strengthen the roles of junior 
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colleges and universities as community lifelong learning centers for the 
development of the vocational qualifications of employees and adults; 2) to  
build a local government-led support system for junior colleges; 3) to allow 
ministries to specialize in different areas according to the types of junior 
colleges; 4) to introduce an overseas vocational education program for junior 
college students; 5) to promote school-based enterprises; 6) to introduce 
majors collaboratively managed by vocational high schools and junior 
colleges with the participation of industry; and 7) to develop an ‘Industrial 
Technology Education Zone’ linking local industries and junior colleges. 
 
<Table 3-7> Monthly Average Wage Level by Academic Attainment  
(Unit: thousand Korean won) 
High school graduates Junior college graduates University graduates 
   










































































Note: The numbers in parentheses indicate wage levels relative to high school graduates’ wage level 
with a base value of 100. 
Source: Ministry of Labor, Basic Statistics Survey for Wage Structure, 2003.  
 
Polytechnic Universities 
Polytechnic universities provide working youths and adults with an 
alternative approach to higher education. Since the establishment of 
Kyonggi Technical Open College (later renamed Seoul University of 
Technology) in 1982, 19 polytechnic universities, with an enrollment of 
about 141,099, have been established. In 2004, there were a total of 18 
polytechnic universities, which consisted of 8 national and 10 private 
universities. The total number of students at that time was 189,035 along 
with 2,543 teaching staff. 
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<Table 3-8> Polytechnic Universities (as of 2004) 
(Unit: number, person) 
Student number Teaching staff number 
 Schools Majors 
Male Female Total Male Female Total 
National 8 579 66,911 19,981 86,892 1,306 93 1,399 
Private 10 709 75,253 26,890 102,143 971 173 1,144 
Total 18 1,288 142,164 46,871 189,035 2,277 266 2,543 
Source: Ministry of Education & HRD, Statistical Yearbook of Education, 2004. 
 
The requirements for admission into polytechnic universities are the 
same as those for regular universities. However, priority in selection is 
given to persons with experience in industry, holders of national technical 
certificates, and graduates from vocational high schools and vocational 
courses in academic high schools, according to school regulations. Over 50 
percent of the admission quota is offered to give people the opportunity to 
improve their business abilities and skills, and to receive continuous 
education through evening classes. 
In order to emphasize the practical aspects of education, curriculum at 
polytechnic universities focus primarily on experimental and practical training. 
To heighten adaptability to industrial sites, experienced engineers are 
employed as supplementary lecturers. 
One of the leading polytechnic universities, the Korea Polytechnic 
University (KPU) opened its doors in July, 1994 as a means of improving the 
country’s technology education. The KPU strives to offer competitive 
engineering education programs and nurture new knowledgeable manpower 
through enhanced industry–academia cooperation, which aims to meet the 




Korea introduced the new concept of corporate universities operated under a 
different type of university system. Corporate universities were introduced to 
raise the overall educational standards of workers. The main purpose is to 
help them undertake continuing education without leaving their place of work. 
A corporate university is a lifelong learning institute, a type of university, as 
specified in the 21st clause of the ‘Lifelong Education Law’. Samsung 
Electronics Technical University (a 4-year program, with a quota of 40 
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persons) was the first of its kind, established by Samsung Electronics in 2001. 
Corporate universities also include technical universities established by 
enterprises. 
Under the ‘Higher Education Act’, a technical university is a higher 
educational institute attached to a commercial enterprise. Jung-suk University 
(2-year or 4-year programs) was established by Korean Air in August 1999. 
The university, sponsored by Hanjin Corporation, was given the first license, 
and operated officially as the first ‘Institute of Technology attached to an 
Enterprise’. Currently, many other institutions are in the process of applying 
for licenses to be established as corporate or technical universities; they will 
have to meet strict evaluation criteria in order for their applications to be 
approved. Also, although corporate and technical university graduates and 
their respective graduate schools, as acknowledged by the Ministry of Science 
and Technology, do not receive degrees, they do qualify for credit exemptions 
when applying to take national technical certification examinations. 
Furthermore, the businesses that establish corporate and technical universities 
are eligible to receive benefits like tax remission.  
Through the ‘Reform Plan for the Vocational Education System’, the 
Korean government plans to bolster current policies on corporate and 
technical universities, and to use some of the employment insurance fund to 
provide financial support towards part of the operating costs of corporate and 
technical universities.  
 
 
MAJOR ISSUES IN VOCATIONAL EDUCATION 
 
In the past, vocational education was provided at the secondary school level 
in Korea and it served an important role of fostering skilled manpower. 
Since the 1980s, Korea has experienced significant changes, including high 
growth in school entrance rate, the rise of white-collar professions, and the 
evolution of the industry structure toward the tertiary sector. Such changes 
have also induced structural changes in vocational education and, in 
particular, the core of vocational education has shifted to junior colleges. 
Today, however, vocational education in Korea is faced with many issues, 
some of which are discussed below. 
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Unfavorable Images of Vocational Education 
Perhaps the most serious problem that Korean vocational education confronts 
is that the public perceives vocational education as second-class education to 
general education. Because the school system is designed based on general 
education, vocational education is operated as a marginal system that accepts 
the students excluded from the general education on a temporary basis in an 
attempt to help them integrate into society.  
Aggravating the situation further is the fact that workers who took 
vocational education are at a disadvantage in terms of promotion, wages, 
and equal opportunities at the workplace, which leads to even lower social 
recognition of vocational education and a general reluctance among 
students to enter vocational education institutions.  
As a way of overcoming this negative perception, some vocational 
schools have widened the opportunities for graduates to go on to colleges 
and universities instead of supporting their employment. Such a move has 
resulted in the loss of identity for VET, and for vocational high schools in 
particular, turning VET simply into a preparation step for college entrance.  
 
Failure to Satisfy Industry Demand 
Curriculum in vocational high schools is low in practicality, and is mainly 
theory-based. Until now, the curriculum has been developed by scholars, 
focusing on the existing theoretical systems.  
This approach has resulted in theory and logic-based instructional content 
with a high level of difficulty and without sufficient practical applications. 
Industry complains that vocational high school graduates lack workplace 
skills and adaptability. A mutually cooperative system should be established, 
through which industry demands are regularly assessed, and vocational high 
schools reflect these demands when designing, developing and delivering 
curriculum. 
 
Little linkage between Curriculum and Technical Qualification System 
The National Technical Qualification System is practiced to stimulate 
vocational high school education and develop workplace adaptability. Yet, the 
current technical qualification system fails to satisfy both objectives. Schools 
are in confusion, as there is no systematic connection between the testing 
standards of national technical qualification devised by the Ministry of Labor 
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and educational curriculum composed by the Ministry of Education and HRD.  
The Korean technical qualification system makes a rigid distinction 
between craft groups and technical groups. This rigid distinction, inherited 
from Korea’s traditional hierarchical society, should be removed, for it has 
limited attempts to upgrade the quality of the workforce and develop skilled 
workers.  
 
Lack of School-Industry Partnership  
The industrial field is the optimal place to learn practical technologies and skills. 
However, industrial training is currently provided only for the sake of its 
existence and not in the practical context of the workplace; in many cases, it is 
carried out independently by the schools themselves rather than in close 
cooperation with industry.  
Industry demands can be adequately reflected in education and training only 
when a close collaborative partnership exists between school and industry with 
clearly defined reciprocal roles.  
 
Need of Systematic Quality Control System  
The success of vocational high school education is merely measured in terms 
of acquisition rate of technical qualifications and employment rate. At present, 
little has been done to implement systematic quality control standards to 
evaluate the achievement and effectiveness of vocational high school 
education in meeting the government’s policy goals. The operational 
efficiency and socio-economic effectiveness of vocational high school 
education need to be evaluated regularly and the evaluation results should be 
used to improve and innovate vocational high school education.  
 
Insufficient Investment and Administrative Support 
Vocational high schools were successful in attracting excellent students and 
nurturing immeasurably qualified skilled workers in the 1970s. Later, 
vocational education was delisted from the political agenda and began 
suffering from a chronic lack of investment.  
Vocational high school education will collapse without increased financial 
support for investment in human resources development. Therefore, 
additional reform measures need to be implemented to animate the functions 
of vocational high schools. 
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FUTURE OF VOCATIONAL EDUCATION 
 
Korea is faced with momentous challenges including population aging and 
shortening of skills lifecycle and this has increased the importance of 
lifelong learning. The Korean government aims to build a lifelong learning 
country in which everyone will have the opportunities to learn, and upgrade 
their skills and knowledge throughout their lives. It seeks to improve the 
quality of life for individuals and strengthen national competitiveness. 
Extensive efforts are required to transform Korean society into one lifelong 
learning community. 
 
Establishing a Lifelong Vocational Education System 
To build a lifelong vocational education system, it is essential to 
fundamentally change the current vocational education system employed by 
high schools and higher education institutions. The number of vocational high 
schools needs to be reduced while measures should be taken to improve 
quality. Meantime, basic vocational education at the high school level, 
including general high schools, should be strengthened. Accordingly, it is 
important to diversify the paths to access vocational education in high schools, 
and to expand the opportunities to advance to higher education. 
It is important to provide vocational students with access to continuing 
education and opportunities to upgrade their level of education. The tertiary 
education system needs to be reinforced to allow more opportunities to high 
school graduate workers to access higher education. In order to achieve this, 
vocational education at the tertiary education level needs to undergo a 
fundamental change and evolve into a continuing vocational education system. 
It needs to become a dualized tertiary education system consisting of both 
academic-centered universities and vocational education-centered colleges or 
universities. Vocational education-centered colleges will provide working 
youths, adults and workers with a practical and flexible system enabling them 
to participate in lifelong learning. 
 
Maintaining Vocational Education based on Manpower Demand 
It is important to maintain a proper balance between vocational education and 
general education in order to meet manpower demand required to achieve 
sustainable economic growth. The weight of vocational education should be 
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systematically kept in check and reconciled proportionately to labor market 
demand and educational demand. 
 
Strengthening Industrial Training Support System at National Level 
Industrial training is an essential part of vocational education and training to 
gain an understanding of any workplace. The government needs to build an 
industrial training support system and establish an organization in full charge 
of industrial training. An industrial training support system at the local level 
also needs to be created along with the provision of ongoing support for 
small- and medium-sized enterprises to create an appropriate industrial 
training environment.  
 
Expanding Public Funding in Managing VET 
Even though skilled workers and technicians constitute the driving force of 
industrial development, VET in Korea receives insufficient funding to 
enable it to develop such skilled manpower. Thus, a change in priorities is 
needed so that in general education, costs to the consumer is increased, and 
in vocational education, public funding expanded. 
 
Developing Curriculum based on the Job Analysis 
The curriculum operated by vocational high schools lack practical 
application in the workplace, which has resulted in a serious shortage of 
suitably skilled and adaptable high school graduates. Consequently, 
vocational education institutions most urgently need to develop 
curriculum based on job analysis carried out at the actual workplace to 
ensure that the training provided is capable of meeting industry demands. 
In relation with this, a coherent and comprehensive approach should be 
taken at the national level for the development of vocational education 
curriculum, training standards, and national vocational qualification 
standards through development of a Korean Skills Standards system. 
 
Improving the Perception of Vocational Education 
As mentioned earlier, the prevailing public perception indicates VET is a 
form of second-class education to general education. This kind of attitude has 
also contributed to the serious problems confronting Korean VET today.  
From a global perspective, VET should be a cornerstone strategy for 
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raising national competitiveness, and for providing a means for individual 
livelihood. VET provides education and training directly related to national 
productivity, as well as the opportunity for individuals’ future career 
preparation. Bearing this in mind, VET should be given greater significance 
in the national education system. The government needs to drive social 
reform measures such as: encouraging a shift from the hiring pattern based 
on academic credentials to one based on qualifications and competencies; 
promoting active and positive social recognition of skilled workers; and 





The new global environment is promoting the shift towards market 
economies, opening up societies through international competition, and 
transforming them into knowledge-based societies. This new and dynamic 
environment is also prompting a fundamental transformation in Korea’s 
VET system. The Korean government is driving the restructuring and 
paradigmatic change across the society under the banner of National Human 
Resources Development (NHRD). In this respect, the government is 
actively engaged in reforming the VET system and implementing policies 
to meet the needs of the new socioeconomic structure. 
Through strengthening of VET, NHRD plays a critical role in the 
transformation towards a knowledge-based economy. From this perspective, 
the Korean government expects that KRIVET, as a specialized R&D 
organization responsible for championing the development of vocational 
education in Korea, to support the reform of the vocational education 
system in the transitional period towards building a highly-skilled open 







Structural Transformation for  








INCE THE INTRODUCTION OF EMPLOYMENT INSURANCE for 
vocational training in 1995 and the enforcement of the 
Vocational Training Promotion Act in 1999, vocational training 
has become a key to developing vocational competencies. The majority of 
workers in Korea is insured by employment insurance and involved in 
vocational competency development. Vocational training plays a vital role 
of developing workers’ competencies demanded in their workplace. This 
chapter outlines the transformation of Korean vocational training and looks 
at where it stands before considering the future direction of vocational 
training in Korea.   
 
 
OVERVIEW OF VOCATIONAL TRAINING 
 
Innovating Vocational Training 
The purpose of vocational training is to enhance vocational competency 
(knowledge, skills and attitudes) of employees or prospective employees in 
order to increase labor productivity. It can be provided at workplaces, training 
organizations and schools to enhance the employability of workers, to raise 
companies’ productivity, and to contribute to socioeconomic development. 
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In Korea, vocational training policy was formerly introduced when the 
vocational training law came into effect in 1967. At the time, there were plenty 
of unskilled laborers, but Korea lacked skilled labor and this raised the need for 
systematical and institutional training of workers. Such demand led to the 
establishment of vocational training law. During the early period, public 
training facilities such as the Central Vocational Training Institute (now 
Incheon Polytechnic College), the Korea-Germany Busan Vocational Training 
Institute, and rural vocational training institutes were founded. The Ministry of 
Labor had commenced the preparation for the founding of the Central 
Vocational Training Institute in 1966, which opened in 1971 to educate 
vocational training teachers. The Korea-Germany Busan Vocational Training 
Institute opened in 1970 and operated as a German-style training facility.  
In-house vocational training includes apprenticeship training, 
superintendent training, apprenticeship communication training, and the 
foreign workers short-term training program. Between 1967 and 1970, the 
Korean government offered subsidy to companies providing worker training 
to cover some of the teaching material costs and instructors wages. Many 
companies participated in the subsidy scheme, but the number fell sharply 
following its abolition and this led to calls for the introduction of a national 
training system.   
During the 1970s, the heavy and chemical industries experienced a 
shortage of skilled labor, and there was a huge demand for labor to support 
construction boom in the Middle East and at home. The Korean government 
instituted a special law related to vocational training in 1974, which made 
in-house vocational training mandatory for companies with over 500 full-time 
workers in six specified industries. 
The Special Act on Vocational Training and the Vocational Training Act 
were eventually consolidated into a Basic Act on Vocational Training at the 
end of 1976 to solve problems associated with employers’ failure to fulfill the 
obligation to provide training, and other issues arising from the dualized 
vocational training law. The essence of this Act was sharing of training 
expenses between government and employers. Employers unable to provide 
training were obliged to make a contribution. 
In 1976 the Vocational Training Promotion Fund Act was established 
based on the contribution accumulated to promote vocational training in 
businesses.  
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The fund was used: 1) to provide training fee, training allowance and 
disaster compensation to companies commissioned by the Ministry of Labor; 
2) to provide vocational training subsidy for public and private training; 3) to 
support research and promotion related to vocational training and education; 
and 4) to make a contribution to Korea Vocational Training and Management 
Agency (present Human Resources Development Service of Korea). 
In the 1980s the weight of mandatory in-house vocational training was cut 
back to reduce the financial burden on employers. In 1987, the criterion used 
to assess mandatory training was changed from the number of employees to 
total wage, while a wider range of businesses were included to provide 
mandatory training and training standards became simplified. In 1995, with 
the introduction of employment insurance, only those businesses with over 
1,000 employees were required to provide in-house training, but such a 
mandatory vocational training scheme was abolished after 1999, when it 
became part of the employment insurance vocational training scheme. 
 
<Table 4-1> Change in Vocational Competency Development Premium Rates  
                                                (Unit: % of total wage) 
Company size Before 1998 After 1999 
Less than 150 employees 0.1 0.1 
More than 150 employees*  0.3 0.3 
Less than 1,000 employees 0.5 0.5 
More than 1,000 employees 0.5(0.05)** 0.7 
* Preferecne companies for assistance: mining(300 employees); manufacturing(500 employees); 
construction(300 employees); and transport, storage and communication(300 employees). 
** Premium rate for businesses with more than 1,000 employees where vocational training is not 
mandatory is 0.5%, while that for businesses with more than 1,000 employees where vocational 
training is mandatory is 0.05%. 
Source: Ministry of Labor, White Paper on Employment Insurance, 2004. 
 
Workers’ Vocational Competency Development Act 
Under the Employment Insurance Act enforced in 1993, businesses with 
over 70 employees became subject to vocational competency development 
activities, and vocational competency development premium rates are 
applied differently depending on the size of company. Businesses with more 
than 1,000 employees were still responsible for the provision of vocational 
training as before, while the premium rate for vocational competency 
development programs was set within the limit of 0.5/1000 of total wage. 
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The Workers’ Vocational Competency Development Act states that its 
purpose is to secure the employment of workers, raise their social and economic 
status, and improve the productivity of enterprises, thus contributing to social 
and economic development by promoting and supporting workers’ vocational 
competency development throughout their lives.  
The basic principles of vocational competency development training are: 1) 
Vocational competency development training shall be conducted in a 
systematic way throughout a worker’s life, taking into account the hopes, 
aptitude, and abilities of the individual worker; 2) Vocational competency 
development training shall be conducted in a way to respect the autonomy and 
creativity of the private sector and based on labor-management participation 
and cooperation; 3) Vocational competency development training shall be 
conducted in a way to guarantee equal opportunities for workers; 4) Vocational 
competency development training shall be considered important, especially for 
people like the aged, the disabled, women, discharged military service 
personnel, the recipients under the National Basic Livelihood security Act, 
workers in small-and medium-sized enterprises, daily workers, part-time 
workers and dispatched workers; and 5) Vocational competency development 
training shall be conducted in a way to ensure the close connection between 





Key Vocational Training Statistics 
In Korea, the importance of vocational training grew significantly when 
the Vocational Training Promotion Act (revised to Workers’ Vocational 
Competency Development Act in 2004) was enacted in 1997 and massive 
unemployment occurred in light of the 1997 economic crisis. Furthermore, 
amid acceleration of labor market flexibility and the shift from lifelong 
employment to lifelong occupation, there was a strong call for improvement 
of employment stability. Also, with the transformation of the world economy 
into a knowledge-based economy, knowledge and information were 
recognized as the key determinants of competitiveness, and this greatly 
increased the importance of human resources development in organizations. 
For vocational training, the legislation on workers’ vocational competency 
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development provided an impetus for the shift in emphasis from development 
of skilled manpower to lifelong vocational competency development that will 
withstand the changes in external environment.  
 
<Table 4-2> Annual Training Statistics 
(Unit: thousand persons, billion Korean won, (%)) 
2000 2001 2002 2003 
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о Training for  
  Re-employment  189 284.5 158 205.3 129 214.3 87 181.4 
  : Re-employment  
   Training for the  
   Unemployed 
120 215.5 104 152.5 88 152.0 58 132.0 
  : Employment  
  Promotion Training 47 48.7 38 39.3 25 29.6 12 12.6 
  : Employment Training 7 6.3 4 4.6 16 32.7 17 36.8 
  : VT in Sectors of Good 
Employment  
   Opportunities 
10 11.1 9 6.5 - - - - 
  : Business Start-up  
   Training 5 2.9 3 2.4 - - - - 
о Human Resource   
Development  
Training 
27 53.9 31 68.6 23 75.5 23 91.3 
  : Initial Training for  
  Technicians 13 12.2 12 12.6 12 13.2 11 20.5 
  : VT for Priority  
   Occupations 7 36.1 10 45.9 11 62.3 12 70.8 


















о VT Provided by  
    Employers 1,220 140.5 1,555 170.4 1,682 170.1 1,662 180.8 
о Financial Support  
and Loans 19 34.6 62 46.6 60 55.6 29 4.2 



















о VT for Multi-skilled  
  Workers 
59 229.4 63 210.6 70 196.4 34 210.9 
о Initial Training for  
   Training Teachers 2 20 2 17.1 3 19.6 4 23.5 
Source: Ministry of Labor, Vocational Competency Development in Korea, 2004.  
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Financial resources available for vocational training by businesses 
include the employment insurance (vocational competency training fund) 
for businesses, and funds provided from general accounting from the 
Korean government.  
Funds for businesses to train the unemployed or for the provision of 
re-employment training come from the employment insurance fund, and 
funding for other types of training comes from general accounting. <Table 
4-2> outlines vocational competency development programs supported by 
employment insurance fund. 
 
<Table 4-3> Vocational Training for Workers 2000-2004 
(Unit: million Korean won, (%)) 


































































Source: Ministry of Labor, Employment Insurance Statistics Annual Report, 2005. 
 
Vocational training covered by employment insurance has increased since 
1998. This is attributed to the sharp increase in re-employment training 
following Korea’s economic crisis, and the incorporation of businesses that 
had provided vocational training on a mandatory basis as recipients of support 
from employment insurance.  
Of the funds allocated to support training for re-employment, 
re-employment training for the unemployed accounted for 73% in 1998, but 
the figure gradually fell to 44% by 2000 and is expected to drop further. By 
contrast, the proportion of funds allocated to support employers’ vocational 
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training is increasing, from 140.5 billion Korean won in 2000 to 170.1 billion 
won in 2002.  
Taking 2000 as the base year, the budget for vocational competency 
development reached 762.9 billion won and support from employment 
insurance fund accumulated from the premiums paid by employers 
accounted for 488.1 billion won, or 64% of total budget. This is an 
indication of the importance of employment insurance to pubic finance, 
especially against major economic shocks like a currency crisis.  
 
Vocational Training for Employees 
<Table 4-4> contains the outcomes of employers’ vocational competency 
development training for different training types. These outcomes are 
reorganized by training method in <Table 4-5>. Recipients of initial 
training accounted for just 1.2% of the total, while those of upgrade 
training represented 98.2%. In terms of support fund, 9.7% of total fund 
financed initial training and 84.6% was used to support upgrade training 
activities. 
 
<Table 4-4> Vocational Training by Training Type 2003-2005 
         (Unit: number of cases, persons, million Korean won) 


























By oneself 73 133 131 4,756 11,294 7,201 7,568 6,513 6,568 1,591,253 576,678 912,096 
Initial 
Training 
Outsourcing 47 41 55 1,126 359 314 2,171 71 73 1,928,064 197,772 232,484 
By oneself 843 2,305 1,886 246,424 251,245 249,757 21,358 22,697 21,005 86,672 90,338 84,102 
Upgrade 
Training 
Outsourcing 14,861 21,289 20,182 164,568 259,879 261,265 16,802 24,385 23,546 102,098 93,832 90,123 
By oneself 1 7 1 114 217 14 27 33 2,293 236,842 152,074 163,785,714 
Outplacement 
Training 
Outsourcing - 9 6 - 21 93 - 1 11,744 - 47,619 126,279,570 
Paid leave training 58 114 111 1,665 1,392 1,798 16,802 2,040 2,596 10,091,291 1,465,517 1,443,826 
Total 15,883 23,898 22,372 418,653 524,407 520,442 64,728 55,740 67,825 14,036,220 2,623,830 292,827,915 
Note: (  ) indicates which quarter of the year. 
Source: Korea Employment Information Center, Employment Trend Analysis, 2005.  
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Meanwhile, there has been dramatic growth in correspondence training. 
At the time of introduction of Internet correspondence training in Korea in 
1999, the Ministry of Labor actively led the enforcement of the Vocational 
Training Promotion Act, and deliberately promoted such a form of training. 
Together with the wide dispersion of Internet communication networks and 
the increase in workers’ need for individualized learning, this type of 
correspondence training is projected to expand further as a key solution to 
future vocational training. 
 
<Table 4-5> Vocational Training by Training Method 
(Unit: thousand Korean won, person, (%)) 
   Total 
    Classroom
    training 
   On-the-job 
   training
   On-line  






































































































































Source: Ministry of Labor, Employment Insurance Statistics Annual Report, 2003 and data from the 
Employment Insurance database. 
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Insufficient Vocational Training Opportunities for the Unemployed  
In 2002, Korea had 93,000 people who had been unemployed for over 6 
months; 84,000 people who had been unemployed more than twice in the past 
twelve months; 9,000 people who found irregular employment; and 11,000 
people who had become economically inactive. 
The characteristics of the long-term unemployed vary between age groups 
and educational attainment levels. Individuals in their 20s, 30s, and those with 
college degrees tend to be continuously unemployed. Individuals with less 
than high school education, and those aged 40 and over experience repeated 
periods of unemployment or find employment in irregular positions. People in 
their 30s and over with a high level of education tend to fall into the group of 
unemployed who have abandoned job-seeking efforts.  
The main problem for these unemployed people is insufficient 
opportunities for human resources development. Only 17.7% have 
experienced re-employment. The Korean government has attempted to tackle 
long-term joblessness through countermeasures with various perspectives and 
approaches. The major policy measures include public works programs, 
vocational training for the unemployed, subsidy for employment of the 
long-term unemployed, and employment assistance programs. Public works 
programs and vocational training for the unemployed represent the most 
important measures in terms of budget and participant scale.  
The number of jobless people taking part in vocational training has been 
declining every year since 1999. There are differences, however, between 
genders and age groups. This type of training is focused mainly on those aged 
in their 20s, while the middle- and old-aged account for only 10% of the 
participants. In 2003, 50.8% of the participants were those aged under 20, 
while those in their 30s accounted for 32.7%, those in their 40s represented 
11.0%, and those aged over 50 accounted for just 5.5% of the total. 
In 2002, the participation of the middle- and old-aged in vocational 
training was concentrated in certain occupation categories. On the whole, 
training in IT showed the highest level of participation, followed by services, 
office management, and machinery and equipment. But among those aged 50 
and over, the top occupation category of training was machinery and 
equipment. The 20s age group participated mostly in IT training, while the 
30s age group showed the highest level of participation in service areas. IT 
training was particularly low for the 40s age group, while training in services 
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was relatively higher. Training enrollment of those aged 50 and above stood 
at just 3,217 people, considerably lower by comparison with other aged 
groups. They participated mainly in machinery and equipment training 
(18.3%) and services (31.2%). The highest proportion of people aged between 
55 and 64 was enrolled in machinery and equipment with 25.7%.  
 
<Figure 4-1> Composition of Vocational Training for the Unemployed by Sex 












Source: Ministry of Labor, Vocational Competency Development in Korea, 2004. 
 
Human Resources Development Service of Korea organizes and 
operates short-term adaptation training for people aged 50 and over. This 
1-4 week program helps participants acquire basic knowledge, learn about 
industrial accident prevention, and job performance capabilities for different 
occupations. The short-term training program is available for 26 types of 
occupations suitable for middle- and old-aged people. However, the training 
program has shortcomings, because it covers insufficient occupation types, 
meager 1.3% (2001) of the middle- and old-aged people participated in such 
programs, and because the old people lack occupational awareness about 
re-employment and they are concentrated in low-skill jobs, making it 
difficult for them to find decent jobs. 
 
Vocational Training for Target Groups 
 
Inadequate Vocational Training Support for the Aged 
Support for vocational competency development training for the middle- and 
old-aged is provided under the Employment Insurance Act and the Workers’ 
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Vocational Competency Development Act. Related training includes vocational 
competency development training, paid leave training, school loans, and 
scholarship training. These types of training are not limited to middle- and 
old-aged people, but these age groups receive preferential treatment in, for 
instance, receiving training scholarship and outplacement service. 
According to the latest figures available from 2001, a total of 1,907,695 
incumbents participated in training and people aged in their 30s represented 
the highest proportion of 48.5%, followed by those in their 20s and 40s. The 
participation rate of those aged between 50 and 54 was only 3.0%, 
significantly lower than that of those in the 40s. The participation of the 
older group, aged above 55, was even lower. This indicates that as people 
get older less training opportunities are available.  
Employers support employees over 50 years old who are making job 
transfers due to layoffs, bankruptcy or break up of the company with training 
fees for scholarship training, as well as support for training class fees up to 
one million Korean won. The support target is more strictly limited to the age 
group compared to other support systems and this has led to inefficient 
participation. In 2001, the participation rate for the 40s age group stood at 
21.6%, as compared with just 8.3% for those in the 50s and older, indicating 
that a considerable difference exists between the middle-aged and the 
old-aged people in participating in training scholarship. Also, as training is 
less than one month, it is not sufficient to improve skills for re-employment. 
The amount of subsidy provided is between 70,000-100,000 Korean won and 
this is not enough to ensure high quality training.  
Both the number of trainees participating in training scholarship and the 
amount invested in this type of training increased until 2001. By 2003, 
however, the total number of trainees had fallen from the previous year.     
 
<Table 4-6> Training Scholarship Results 1999-2003  
(Unit: person, Korean won) 
Training scholarship Average 
 
Trainee Budget amount per trainee 
1999 51 39,983,000 783,980 
2000 252 59,491,000 236,075 
2001 40,045 3,543,469,000 88,487 
2002 35,537 3,434,519,000 96,646 
2003 29,177 4,224,456,000 144,787 
Source: Ministry of Labor, Vocational Competency Development in Korea, 2004. 
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Downward Trend in Vocational Training for Low-income Earners 
The Ministry of Labor and the Ministry of Health and Welfare are responsible 
for overlooking self-support activities as provided under the National Basic 
Living Security Scheme.  
Self-support benefits include social enterprise projects, occupational 
training, job search assistance, public works projects, community service and 
rehabilitation training. These self-support activities seek to achieve economic 
independence for individuals through income support on the cost of living, 
while self-support work provides work to the beneficiary to maintain or 
enhance work performance capabilities. The community service and 
self-support program are aimed at curing alcoholics, people with mental 
disorder, and people with limited vocational competencies. Figures for this 
program show that the number of people participating in the activities has 
been diminishing in recent years: 55,000 in June 2001 to 46,000 in December 
2002, to 42,000 in March 2003. 
 
<Table 4-7> Self-support Program by Ministry of Health and Welfare 



















2001 June 55,000 3,000 41,000 - - 4,000 
 Sept. 50,000 2,000 40,000  7,000 33,000 5,000 
 Dec. 51,000 2,000 44,000  7,000 37,000 5,000 
2002 Dec. 46,000 2,000 39,000 10,000 29,000 5,000 
 Total 96,000 2,000 83,000 20,000 63,000 8,000 
2003 Mar. 42,504 1,391 37,783 - - 3,330 
Source: Ministry of Health and Welfare, Self-support Internal Information, 2003.  
 
The purpose of the self-support benefits provided under the National 
Basic Living Security Scheme run by the Ministry of Labor is as follows. 
Labor adaptation training is given in order for beneficiaries of the scheme to 
acquire information on the basic abilities required for employment, and it also 
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provides all kinds of vocational consulting services such as workplace 
experience programs, and employment opportunity recommendations. 
Self-support vocational training is for people who want to work but lack the 
ability to do so. The Korea Labor Welfare Corporation supports self- 
employment applicants by providing shop leases, for instance. Vocational 
employment in businesses is for people with urgent employment needs. This 
supports employment in small- and medium-sized enterprises in such forms as 
self-support volunteer internship.  
Applicants for the Ministry of Labor’s self-support program have been 
declining from 7,704 in December 2000 to 1,418 in December 2002, or a 
drop of 18.4%. Applicants for consultation on employment opportunities have 
fallen dramatically. The percentage of people who actually succeeded in 
getting employed or starting their own business reached 3.8% in 2000 
(employment 98.2%, self-employed 1.8%), compared with 24.5% in 2002 
(employment 97.2%, self-employed 2.8%).  
 
<Table 4-8> Self-support Program by Ministry of Labor 2000-2002 
(Unit: person) 
Participant 
Vocational training  Public work 
 Total Consultation 











2000 12 7,704 5,530 456    -   -    - 1,685  -  - 3 30 
2001 3 6,145 4,477 829 685 144 228 551 425 126 15 45 
 6 4,889 3,191 1,068 940 128 273 286 181 105 26 45 
 9 3,002 1,500 1,090 971 119 183 119 73 46 36 74 
 12 2,410 1,129 899 748 151 188 97 81 16 19 78 
2002 3 1,820 806 565 200 365 29 354 354  - 15 51 
 6 1,636 643 561 210 351 2 362 362  - 18 5 
 9 1,637 656 636 237 399    - 299 299  - 15 31 
 12 1,418 406 581 203 378    - 363 363  - 14 54 
Source: Ministry of Labor, Information for Self-support Program, 2003. 
 
Since 1990, the number of teenagers who have left school and are still 
unemployed has climbed up to more than 70,000 (1.9% of all middle and high 
school students). The Ministry of Labor is providing a craftsman development 
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vocational training program for unemployed teenagers like this. The craftsman 
development program is held in 21 vocational professional schools nationwide. 
The general program (daytime) is for a year and the special program (nighttime) 
is for 3-6 months. Education and training expenses are all supported by the 
government, and dormitories are provided to students free of charge. When the 
students finish the program, they can take the craftsman examination for free. 
Also, those who have completed, or are expected to complete the one-year 
program in vocational professional school with a higher-level certificate than 
that of technician, may be given special credit points when entering a technical 
university. Unemployment vocational training targets people registered at the 
Employment Security Centers, aged between 15 and 65.  
 
Increasing Vocational Training Providers for the Disabled 
60.7% of economically active disabled people have an educational attainment 
level of less than middle school education. The disabled, who actually 
participated in training at training facilities for the disabled, numbered to only 
12,345 during the period 1996-2002. This figure is an indication of the severe 
shortage of education and training opportunities for the disabled.   
Human resources policy for the disabled is managed by the Ministry of 
Health and Welfare, the Ministry of Labor, and the Ministry of Education and 
Human Resources Development. In relation to human resource development 
of the disabled, the Ministry of Education and Human Resources 
Development supervises Special Education Services, while the Ministry of 
Labor is responsible for promoting the hiring of the disabled and the provision 
of rehabilitation services. In particular, in 1990, welfare improvement for the 
disabled was one of the major concerns in ‘The Act on Employment 
Promotion and Vocational Rehabilitation for Disabled Persons’. This 
legislation stipulates that public offices and businesses with more than 300 
employees are required to hire 2% of their employees from the disabled. 
Vocational training for the disabled by the Ministry of Labor has been 
undertaken on a large scale. In 1986, Human Resources Development Service 
of Korea had established vocational training facilities for the disabled. In 1991, 
a vocational training center for the disabled was opened in Ilsan and since 
1996, public training facilities, special education majors and training fees 
have been supported. The expense is appropriated from the fund for 
employment promotion and vocational rehabilitation of the disabled persons. 
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Between 1996 and 2002, there were 12,345 disabled people who took 
participated in training at 118 organizations. As of 2002, public vocational 
training facilities, excluding vocational schools under the control of public 
corporations, totaled 52, or 52.5% of all training facilities. Students admitted 
to vocational schools under public corporations totaled 1,091 in 2002, 
accounting for 28.1% of the total. There were only 2 public vocational 
training facilities in 1996, but this was up to 20 in 2002, and the enrollment 
ratio of students has reached 26.9% (1,042). The Ministry of Health and 
Welfare had 21 training facilities in 2002, with 931 students enrolled. Public 
vocational training facilities are award most certificates, with 87.8% of the 
graduating students earning a certificate. The vocational schools for the 
disabled had the most enrolled students with the least number of students 
giving up in the middle of the training programs. This reflects that the 
vocational schools for the disabled are the most efficient training facilities, 
excluding the self-improvement facilities.   
 
<Table 4-9> Vocational Training for the Disabled in 2002 





















Organization 52(52.5) 6(6.1) 20(20.2) 21(21.2) - 
99 
(100.0) 










292(19.4) 397(26.4) 426(28.3) 375(24.9) 13(0.9) 
1,503 
(100.0) 





256(37.6) 202(29.7) 121(17.8) 101(14.9) 0(0.0) 
680 
(100.0) 
Employed 156(21.1) 345(46.7) 120(16.2) 118(15.9) 0(0.0) 
739 
(100.0) 
Note: New student includes training students, students who completed the program and who gave up 
in mid-training. 
Source: Korea Employment Promotion Agency for the Disabled, unpublished data, 2005. 
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Low Vocational Training Participation of Women 
According to Korea National Statistical Office, participation of women in 
lifelong education and vocational training increased by 2%p during the period 
1996-2000, however, the respective participation rate for men has decreased by 
2%p. It is worth noting that the participation of both genders in lifelong 
education and vocational training is very low in absolute numbers. As of 2000, 
the participation rate for females reached 0.9%, while the respective figure for 
males stood at 3.4%, and this shows a significant gap between the two. Also, 
female workers’ average participation rate in in-house training was less than 
half that of male workers. Hence, as shown in <Table 4-10>, participation of 
women is lower than that of men, and in particular, the former is falling 
considerably behind the latter in receiving such lifelong learning as in-house 
training and vocational training, which are directly related employment. 
 
<Table 4-10> Lifelong Education Participation Rate by Sex 
(Unit: %) 
     1996         2000         2004     
 Female Male Female Male Female Male 
Total of life long 
education 
13.5 21.6 15.2 19.4 19.5 23.8 
Number of years of work 5.3 13.2 5.1 10.7 7.1 14.8 
Taking lecture 3.6 3.4 4.0 3.1 4.8 3.4 
Education 3.7 2.5 4.5 1.9 6.4 2.6 
Job training 0.9 3.7 0.9 3.4 1.2 3.2 
TV, radio lecture 3.8 3.8 3.8 3.6 4.3 4.9 
Source: Korean National Statistical Office, Korea Social Statistics, Social Statistics Survey Report,  
2004. 
 
The Ministry of Gender Equality and Family is responsible for the 
Women Resources Development Center, which helps to promote a 
vocational competency development program dedicated for women. 
The Women Resources Development Center operates 300 programs in 
51 centers nationwide, and provides lease deposit for the training facilities 
and each center is provided up to 100 million Korean won in financial 
support (2003). In 2003, 50,000 women participated in the program. 85% 
graduated and 40% found employment. The main target of this program is 
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housewives with a low level of education. In this program, non-profit 
organizations (NPOs) in regions act as a proxy in providing vocational 
training with financial support received from government. The sharing of 
roles between government and NPOs is significant in that it has successfully 
established in Korea an advanced model of vocational training for 
disadvantaged groups, in this case for Korean women. 
 
<Table 4-11> Women’s Human Resources Development Center for Vocational  
Competency Development Training (as of 2003) 
(Unit: person, %) 
 Personnel Participant 
Participant 50,976 - 
Graduate 43,218 84.8 
Earned certificate*  3,530 10.4 
Employed 17,064 39.5 
*Year 2002 data. 
Source: Ministry of Gender Equality and Family, online data, 2004.  
 
 
Growing Importance of e-Learning  
Recently, e-Learning has become increasingly popular. Considering that 
e-learning is heavily dependent on the employment insurance fund, it is 
possible to gain an understanding of corporate e-Learning in Korea and its 
pace of growth by looking at how much support has been provided by the 
Ministry of Labor. The rapid growth and expansion of e-Learning is evident in 
its scale, its relative importance and participation rate. Indeed, the number of 
companies and employees participating in Internet correspondence training has 
increased fast since the Ministry of Labor’s Internet correspondence training 
scheme began in 1999. In 1998, there were just 7 organizations, which increased 
to 16 in 1999, 51 in 2000, and to 110 in 2001. That is, the number of 
organizations designated to provide Internet correspondence training increased 
by about 6.9 times. In 2002, there were 93 organizations providing such training, 
but the number of employees participating has maintained an upward trend. The 
number of participants increased from 19,653 in 1999 to 571,006 in 2002, 
which is an increase of about 29.1 times. Also indicative of the quantitative 
growth of Internet correspondence training is the growing share of employees 
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participating in Internet correspondence training to the total number of 
participants in training programs supported by the Ministry of Labor. The 
proportion of employees participating in Internet correspondence training 
jumped from just 2.5% in 1999 to 33.8% by 2002, which represents almost 1/3 
of employees in all forms of training.   
We examined the changes in Internet correspondence training more 
closely by looking at the support given by the Ministry of Labor for vocational 
competency development training. Overall, the number of employees 
participating in vocational competency development training increased by 5.9 
times between 1999 and 2000, while that of employees participating in 
correspondence training was up by almost 6 times. Between 1999 and 2002, 
the weight of classroom training steadily declined, while that of 
correspondence training increased sharply. In 1999, Internet correspondence 
training accounted for 2.8% of all support funds, but it was up to 20.1% by 
2002. In value terms, it represented 33.1 billion Korean won of the total 
fund, 164.2 billion won.  
Internet correspondence training has had the positive effect of inducing 
substantial growth in corporate e-Learning. The importance of Internet 
correspondence training is growing as an alternative education and training 
system for people denied of the existing education and training 
opportunities, but in reality employees in small-and medium-sized 
companies and manufacturing industries are again missing out on such a 
chance to attain Internet correspondence training. 
 
 
DEMAND-LED VOCATIONAL TRAINING 
 
In Korea, the government-led skilled manpower development policy 
generated a number of problems in light of changes in industry structure and 
labor market structure, and the emergence of a highly educated society. First, 
it became difficult to find trainees for vocational training, and businesses 
were unable to find manpower suited to their needs due to the lack of 
specialized training or upgrade training tailored to business needs. In 
response, the Korean government began transforming government-led 
Structural Transformation for Demand-Oriented Vocational Training  97 
training policy into private sector-led training promotion policy. 
Accordingly, the Employment Insurance Act and then the Vocational 
Training Promotion Act were instituted. This is regarded as an innovative 
move that brought about a paradigm shift in vocational training in Korea.  
Consequently, the emphasis of training shifted from manpower 
development to skill improvement of employees, and the philosophy of 
training changed from supplier-oriented to consumer-oriented. Amid these 
changes, vocational competency development training is gradually expanding 
in the number of organizations receiving support, the amount of support fund, 
and in participants.  
Vocational competency development training independent provided by 
employers is also continuously growing. In particular, vocational competency 
development activities have contributed most significantly to promoting 
re-employment of the unemployed and expansion of the related vocational 
training. Also, since these vocational competency development programs are 
carried out in association with unemployment benefit and employment 
security, they have become an active human resources development policy 
tool.   
However, vocational training pursuant to the Vocational Training 
Promotion Act relies on the competitive mechanism of the market rather than 
on direct intervention by government. Due to the imperfect availability of 
information, there is insufficient information about people with training needs 
and so the market mechanism is not functioning properly. Consequently, 
related infrastructure is not available, creating difficulties in achieving policy 
objectives. Therefore, efforts directed at vocational competency development 
need to strive for continuous improvement in order to cope with such major 
changes as supply and demand imbalances, skill mismatches, diversity of 
employment types, and widening of digital divide that arise as Korea moves 
toward a digital economy.  
Vocational competency development training policy needs to aim for 
value-addedness in labor through lifelong education, strengthening of 
corporate competitiveness by promoting learning organizations, labor market 
stabilization through demand-oriented manpower development, and for 
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 HE BEST MEANS TO EVALUATE OR APPRAISE one’s 
educational performance in Korea is through the academic 
degree system. A vocational qualification system is also being 
managed and operated to complement the academic degree system. Korea’s 
vocational qualification system is separate from the academic degree system. 
It is one of the means to evaluate and identify an individual’s vocational 
capability. The vocational qualification system had been managed for a long 
time by the government. However, the Basic Act on Qualifications in 1997 
paved the way for the private sector to develop a private vocational 
qualification system.  
Other lifelong learning recognition systems in Korea include the credit 
bank system, the self-learning system, and the education account system. 
Degrees and qualifications are being linked to promote lifelong learning. In 
other words, if an individual obtains national qualifications or publicly 
authorized private qualifications or private certified qualifications, he or she 
can get credit exemption towards the requirements needed for acquiring an 
academic degree.  
In sum, Korea’s national qualification system includes the academic 
degree system, the vocational qualification system, and other recognition 
systems. This chapter focuses on the vocational qualification system. 
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MAJOR HISTORICAL DEVELOPMENTS  
 
Korea’s vocational qualification system has gone through four major phases 
since 1958. The first phase is called ‘distributed qualification management’; 
the second phase: ‘integrated qualification management’, the third phase: ‘the 
expanded and reinforced period’ and the fourth phase: ‘the role-sharing 
period’. These phases are associated with Korea’s industrialization. The 
Korean economy experienced rapid growth beginning in the 1960s and its 
industrial structure evolved from one being dominated by the agricultural 
sector to one led by the manufacturing sector. 
The first phase (1958-1972) can be summed up as the distributed 
management of the qualification system and it occurred before the 
enactment of the National Technical Qualification Act. Since the late 1950s, 
office management qualification examinations had been administered by the 
private sector, while technical qualifications had been managed separately 
by industries since 1958. In 1967, as integration of technical qualifications 
began, the Technical Examination System was established in accordance 
with the Vocational Training Act.  
The second phase created the integrated management of the 
qualification system. The enactment of the National Technical Qualification 
Act in 1973 allowed the integrated management of all technical 
qualifications. The Korea Technical Examination Corporation under the 
Ministry of Science and Technology administered technical qualification 
examinations. Based on this system, the Korean government improved 
qualifications and the confidence of engineers and technicians, enhanced 
social status of engineers, and maximized the effectiveness of the 
engineering workforce. In addition, the Korean government could meet the 
needs of industries by improving technical education and the vocational 
training system. Ultimately, the Korean government could secure and 
maximize a quality technical workforce to effectively support the advanced 
industrialization policy of the 1980s.  
The third phase (1982-1996) brought about an expansion and 
reinforcement of the national technical qualification system. With the 
amendment of the National Technical Qualification Act in 1981, the 
responsibility to manage technical qualifications was transferred from the 
Ministry of Science and Technology to the Ministry of Labor, and the Korea 
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Technical Examination Corporation was consolidated into the Korea 
Vocational Training Management Corporation. Also, the Technical 
Qualification System Review Committee was established, private technical 
qualifications were prohibited, similar examinations were restricted, 
preferential treatment was offered to people with technical qualifications 
under the law, cheaters were not allowed to take examinations for the 
following three years, and penalties related to the qualification system were 
increased.  
In 1983, service-related qualifications were added to the existing system. 
In addition, complementary education was provided, examination exemption 
for some subjects was permitted in selected cases, re-registration became a 
must after a certain period of time, people with technical qualifications were 
given preferential treatment when wanting to open a business, and eligibility 
was expanded. In 1995, 19 technical qualifications for multi-function 
engineers were newly created in accordance with the Enforcement Ordinance 
of the National Technical Qualification Act.  
The fourth phase (1997-the present) can be described as a role-sharing 
period of the qualification system. In this phase, the vocational qualification 
system has been diversified. A publicly authorized private qualification 
system was introduced with the enactment of the Basic Act on Vocational 
Qualifications in March 1997. The national technical qualification system 
integrated engineering and technician fields into one while simplifying eight 
levels into five.  
Furthermore, the number of required years of industrial experience as an 
application requirement was reduced in order to give more weight to 
industrial experience rather than to academic degrees. In addition, the 
government increased fines levied on private organizations administering 
examinations similar to national ones. 
 
 
OVERVIEW OF VOCATIONAL QUALIFICATION SYSTEM 
 
Korea’s vocational qualification system is divided into a national vocational 
qualification system and a private vocational qualification system. National 
vocational qualifications can be divided into ‘National Technical 
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Qualifications’ managed by the Ministry of Labor in accordance with the 
National Technical Qualification Statue, and ‘National Qualifications’ 
managed by each government ministry based on relevant laws. There are 
currently 575 national technical qualifications and 118 national qualifications.  
Private qualifications are divided into publicly authorized private 
qualifications (51 items) and private qualifications governed by private 
organizations (approximately 500 items). Private qualifications include in-
firm qualifications provided by employers to employees. 49 in-firm 
qualifications are now supported and approved by the Ministry of Labor. 
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Source: KRIVET, Current Status and Challenges of the Qualification System, 2005. 
 
Stakeholders and Their Roles in National Technical Qualifications  
National technical qualifications have played an important role in providing 
a highly skilled workforce needed for Korea’s economic growth since the 
introduction of the National Technical Qualification Act in 1973. They have 
also been the foundation of Korea’s vocational qualification system.  
The national technical qualification system was introduced in 1973 to 
address a number of problems related to the technical qualification system. 
First, technical qualifications were adopted in a haphazard fashion 
whenever a government ministry or ordinance found it necessary, so they 
failed to meet the need for a quality technical workforce. Second, technical 
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qualification standards were overly unbalanced and complex, gaining little 
public trust in the qualification system. Third, redundant or similar 
qualifications were managed by various ministries and governed by various 
ordinances. Thus the qualification system lacked efficiency in operation and 
applicants wasted their time and efforts. Fourth, no preferential treatment 
was given to people with qualifications. Therefore, the qualification system 
failed to encourage people to get technical qualifications. Fifth, technical 
education and the vocational training system were not systematically linked, 
as they were created haphazardly. As a result, technical education and 
vocational training failed to meet industry needs.  
In response, the Korean government implemented a new national 
technical qualification system, which recognized engineers and technicians 
in the industrial field with technical capability with national technical 
qualification certificates in accordance with unified standards. This new 
system had the support of the National Technical Qualifications Act enacted 
in 1973, the effective ordinance of the Act and enforcement regulations of 
the Act. 
Today, national technical qualifications are governed by the appropriate 
ministry, which in all include 19 government ministries. However, general 
operation of the national qualification system is undertaken by the Ministry 
of Labor in accordance with the National Technical Qualification Act, while 
matters related to qualification examinations such as question setting, 
examination administration, registration management, and complementary 
education are handled by the Human Resources Development Service of 
Korea and the Korea Chamber of Commerce and Industry.  
The Human Resources Development Service of Korea governs 
examinations for engineering and technical areas and some services, while 
the Korea Chamber of Commerce and Industry administers examinations 
for business services. Meanwhile, examinations for servicemen on active 
duty and civilians attached to the military are managed by the Ministry of 
National Defense. The Ministry of Information and Communication 
overlooks registration, certificate distribution, registration data change, and 
certificate management for radio communications engineers, radio 
communications industrial engineers, and radio communications technicians. 
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<Figure 5-1> Operation System of the National Technical Qualification System 
 
Source: KRIVET, The Role of the National Qualification System in Promoting Lifelong Learning: 
Country Background Reports, 2002. 
 
Matters related to the operation of the national technical qualification 
system, such as creation, consolidation, and cancellation of qualification 
levels and items, standards and methodology of examinations, examination 
subjects, adjustment of examination administration, development of 
preferential treatment for people with qualifications, development of 
examination systems, exception criteria for pass/fail decisions, private 
commission of technical qualification examinations, and certification of 
private technical qualifications are reviewed by the Technical Qualification 
System Deliberation Committee (an advisory committee to the Minister of 
Labor).  
The Committee is composed of 33 members including the Chairman. 
The members are public officials above third grade from 20 government 
ministries and experts recommended by the Labor Minister.  
The National Technical Qualification System covers 27 fields, such as 
machine, steel, architecture and hygiene, and 575 items. In particular, 
mechanical (107 items) and steel (44 items) qualifications account for about 
26% of all qualifications.  
Ministry of Labor
Overall Management of Qualification System
 Operation of NTQS Review Commission
 Making plans for administration of qualification exams.
 Administration of acts and qualification  system
Other Ministries
Utilization of Qualification Holders
 Related acts 
 Disciplinary action 
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 KCCI : Korea Chamber of Commerce & Industry
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Source: KRIVET, The Role of the National Qualification System in Promoting Lifelong Learning: 
Country Background Reports, 2002. 
 
National Qualification Items  
There are a total of 118 items in national qualifications, which are managed and 
governed by 25 government ministries and committees. National qualifications 
cover specialized services. Items are newly added when government ministries 
find it necessary. National qualifications are similar to licenses. The Ministry of 
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Health and Welfare manages 28 out of the 118 items, while the Ministry of 
Construction and Transportation governs 15, the Ministry of Maritime Affairs 
and Fisheries, 13, and the Ministry of Culture and Tourism, 12. 
 









Appraiser, architect, certified realtor, transportation safety
manager, logistics manager, business car driver, transportation 
car driver, chauffeur, aviation factory repairman, operation
manager, aviation transportation controller, aviation engineer,





Special license for radio-active material handler, general 
license for radio-active material handler, radio-active emergency 
supervisor, license for nuclear reactor operation supervisor,
license for nuclear reactor operator, license for nuclear fuel








Teacher, assistant teacher, specialized counseling teacher,
librarian teacher, practical skill teacher, health teacher,




Certified labor affairs manager, industrial safety instructor,
industrial hygiene instructor, vocational capability





Livestock artificial fertilizer, auctioneer, veterinarian, 
traditional food expert, farmland adjustor, fisheries and






Sports instructor, physical trainer, librarian, domestic travel
guide, tourist guide, hotel manager, hotel administrator, hotel
service technician, juvenile instructor, stage art expert, 
cultural property repair engineer, cultural property technician 
Ministry of 
Justice 






Nurse, assistant nurse, physical therapist, radiologist, health
educator, social worker, optician, massagist, pharmacist,
nutritionist, hygienist, rescue worker, medical recorder,
medical engineer, doctor (specialists included), artificial limb 
engineer, clinical technician, operation therapist, mental
health nurse, mental health social worker, mental health
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clinical psychologist, mid-wife, dental technician, dental 
hygienist, dentist, oriental pharmacist, oriental pharmacy






Certification examiner, distribution manager, management





Public certified accountant, tax accountant, brewer, customs 









Weigher, appraiser, inspector, engineer, pilot, small vessel
operator, operator, medical administrator, dangerous article-
loaded vessel crew, lifeboat operator, navigator,







Administrator, security guide, driving skill examiner, driver’s 
license administrator, fire-fighting facility manager 
Fair Trade 
Commission 




3 Insurance accountant, insurance agent, damage appraiser 
Total 118   
Source: KRIVET, Current Status and Challenges of the Qualification System, 2005. 
 
Operational Structure of Private Qualifications  
Private qualifications have been managed by the private sector without 
specific legislative grounds. Office management qualifications such as abacus 
calculation, bookkeeping, and typewriting were first given by the private 
sector before being absorbed into the national technical qualification system. 
Public attention to private qualifications began to rise following the enactment 
of the Basic Act on Qualifications in 1997. Today, Korea has some 500-600 
private qualifications.  
In accordance with the Basic Act on Qualifications, the Korean 
government operates a publicly authorized private qualifications system, 
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through which it certifies the quality of private qualifications. Under this 
system, the government certifies private qualifications managed by private 
organizations or individuals based on survey results and research conducted 
by KRIVET.  
Since March 2000, a total of 51 qualification items governed by 31 
organizations have been certified. 
 






















<Table 5-3> National Certified Private Qualifications by Year (as of March 2005)  
Note: Some of the certifications were cancelled and one organization managed multiple certified 
qualifications.  
Source: KRIVET, Current Status and Challenges of the Qualification System, 2005. 
 2000 2001 2002 2003 2004 
Number of qualification items 28 7 5 7 7 
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Features of In-Firm Qualifications  
In-firm qualifications refer to vocational qualifications assessed and 
acknowledged by the employer or employer groups (employers’ association 
or alliance in some cases) according to specified procedures as a way of 
developing and improving employees’ capability to do their job.  
In-firm qualifications are significant in that companies can improve 
employee productivity and help employees develop capabilities for job. Also, 
companies can use in-firm qualifications to build up manpower by taking into 
consideration the assessment of job capability in human resources 
management decision-making.  
The Ministry of Labor supports quality in-firm qualifications. The 
Ministry certifies in-firm qualifications systematically managed and operated 
by companies based on studies carried out by KRIVET. Government support 
for in-firm qualifications is in accordance with In-Firm Qualification 
Examination Support Regulations enforced in 1999. These regulations specify 
standards and availability of aids for in-firm qualification examinations 
administered by employers to develop employees’ vocational competency 
and skills. Currently, there are 49 qualification items managed by 15 
companies that have been acknowledged in accordance with these regulations. 
These companies receive government aid in terms of development and 
examination costs.  
In-firm qualifications are better than national technical qualifications in 
terms of effectiveness and usefulness. In-firm qualifications are characterized 
as follows. First, the objective of in-firm qualifications is to develop a 
workforce with the expertise needed in companies, and to improve 
employees’ vocational competencies. Hence in-firm qualifications have the 
advantage of being directly applicable to the industry. 
Second, in-firm qualifications are managed and governed according to 
the particular needs of the companies concerned. So there is a range of in-firm 
qualifications with various levels, examination types, and eligibilities. The 
level of qualification level to be acquired is determined based on the level of 
employees’ duties. Also, skill qualification examinations use facilities or 
equipment used in the field. Eligibility is given based on field experience and 
vocational education or training courses.  
Third, examinations for in-firm qualifications are test capabilities 
essential in job performance.  
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Fourth, companies set the validity period and provide employees with 
complementary education courses to maintain the quality of in-firm 
qualifications.  
Fifth, in-firm qualifications contribute directly to improving companies’ 
productivity.  
Sixth, in-firm qualifications are used more practically in human 
resources management including promotion, pay compensation, education and 
training, and re-allocation or transfer.  
 
 
RECENT DEVELOPMENTS IN VOCATIONAL  
QUALIFICATION SYSTEM 
 
Major Issues Facing the Vocational Qualification System  
Korea’s vocational qualifications have contributed to the supply of a skilled 
technical workforce in the process of economic growth in Korea. However, 
the qualification system has failed to meet the newly emerging needs arising 
from increased labor market flexibility, changes in skill demands caused by 
technological development and changes in industry structure, and from 
changes in human resources development methods. Consequently, Korea’s 
vocational qualification system is faced with a number of problems and they 
are as follows.  
First, the qualification system has not been operated under the general 
framework of national human resources development. That is, the 
qualification system has lacked mid- and long-term visions and has operated 
in an ad hoc manner. As a result, it has been unable to respond 
systematically and comprehensively to changes in the labor market.  
Second, the qualification system has been supplier-oriented rather than 
customer-oriented, thus failing to respond to industry demand and develop a 
workforce with practical skills required at the workplace. Moreover, the 
qualification system has lost its key role as the vocational competency 
signaling mechanism and the leading lifelong vocational capability developer. 
Each year, about four million people apply for the National Technical 
Qualification Test before they move into their chosen industrial field or while 
they are seeking to develop vocational competencies. However, the 
qualification system’s signaling mechanism has not worked effectively, with 
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the gap between qualifications and industry demand widening, and this has 
raised criticisms against the usefulness of qualifications. 
Third, inappropriate support and management of private qualifications has 
generated social problems. With the industry structure undergoing 
considerable changes, the need for various types of qualifications increased 
and this in turn has greatly enhanced the growth potential of the private 
qualification market. However, Korea’s vocational qualification system has 
been managed and operated mainly by the government, which even managed 
those qualifications better left to the private sector. Consequently, the private 
qualification market shrank, and moreover, there is difficulty gathering 
accurate information about the private qualification system, as it has been 
independently established and operated. 
Fourth, domestic qualifications have failed to meet global standards. The 
liberalization of worldwide technical service markets has facilitated 
transnational recognition of technical qualifications and personnel exchanges. 
However, Korea has fallen behind these changes due to the gap between the 
national qualification system and global qualification standards and the lack 
of an integrated qualification management system capable of being adopted 
by all competent government organizations.  
In order to address these problems, the National Technical Qualification 
Act governed by the Ministry of Labor has been lately revised and the 
Ministry of Education and Human Resources Development has recently 
pushed for revision of the Basic Act on Qualifications.  
 
Recent Legislative Amendments  
With the advent of a knowledge-based society, considerable importance has 
been attached to the accurate assessment of an individual’s vocational 
competencies, and to the vocational qualification system as a tool to develop 
vocational competencies. Yet, the existing national technical qualification 
system has offered limited practicality and usefulness due to its inability to 
accommodate industry demands. In light of this, the National Technical 
Qualification Act was comprehensively revised in 2003 to boost practicality 
and usefulness, and to enhance national competitiveness through efficient 
management of national human resources. Also, the legislative amendments 
addressed the issues related to the implementation of the Act and the 
operation of the qualification testing service.  
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The revision of National Qualification Act involved three main changes. 
First, links between the national qualification system and industrial fields 
were strengthened to better reflect industry demand. Second, various 
assessment measures were introduced for a more accurate assessment of an 
individual’s competencies to perform his or her duties, thus enhancing the 
signaling mechanism of the system. Finally, the requirements for applicants 
were altered in order to strengthen the national technical qualification’s role 
of improving the vocational competencies of individuals.  
Major contents of the revision included the establishment of a basic plan 
for the development of a national technical qualification system, which 
encouraged more active participation of the ministry in charge, and its role 
in the development of qualification testing standards and a qualified 
workforce.  
Second, the revision called for the enhancement of the expertise and 
practicality of the National Technical Qualification Policy Deliberation 
Committee. It proposed to create subcommittees for each vocational field 
under the Committee, with the majority of members selected from industry. 
Also, an expertise committee responsible for the development of the 
qualification system was to be newly established. Its participants would 
comprise qualification and vocational training experts to review 
professional matters.  
Third, the testing of national technical qualifications, which had been 
solely governed by the Human Resource Development Service of Korea, 
was to be commissioned to various private institutions. That is, the system 
was improved by commissioning the testing service to organizations and 
institutions with expertise and public responsibility in certain qualification 
fields.  
Fourth, new standards for qualification examinations were to be 
introduced and industrial leaders invited to give advice in the preparation of 
examinations.  
Fifth, the revision of the National Technical Qualification Act included 
measures to improve the qualification process through introduction of new 
qualification fields and the integration of existing fields. Measures also 
catered for the qualification system to respond efficiently to the needs for an 
appropriately skilled workforce in new and changing industries.  
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Sixth, the number of testing fields managed by the government was 
reduced in order to promote private participation in the qualification system.  
The Basic Act on Qualifications governing the qualification system is 
currently under revision. The Act is being revised, firstly, to fully reflect the 
demand of individual industry fields by enhancing the practicality of 
qualifications. Second, the revision seeks to secure broader recognition of 
qualifications, since the linkage of vocational qualifications and education 
qualifications is important for the development of lifelong vocational 
competencies. Third, the revision aims to raise the credibility of private 
qualifications.  
Key issues in the revision of the Basic Act on Qualifications are as 
follows. First, the Korean Skill Standards will be introduced (hereafter 
referred to as ‘KSS’). The KSS, which will be developed mainly by industry, 
will lay the groundwork for re-orientation of the education and training 
qualification system: from ‘supplier-oriented’ and ‘input-oriented’ to ‘customer-
oriented’ and ‘results-oriented’.  
Second, the Korean Qualification (hereafter referred to as ‘KQF’) will be 
adopted. The KQF is a framework that manages the level of qualification, 
enabling the quality management of each unit constituting the KSS. 
Establishing KQF will make it possible to continuously promote the 
development of individuals’ vocational competencies and career. Also, the 
KQF is expected to become a leading index of national human resources 
development.  
Third, the Qualifications Policy Deliberation Committee will be set up to 
ensure improved quality management of qualifications. Establishment of 
basic plans for qualifications management and the operation, introduction and 
abolition of qualifications are important parts of the quality management of 
qualifications. However, there has been no appropriate body responsible for 
the establishment, improvement and abolishment of national qualifications.  
Fourth, there will be basic plans prepared for qualification management 
and operation.  
Fifth, the credibility of authorized private qualifications will be enhanced. 
In order to raise social durability and credibility, private institutions will be 
allowed to apply for authorization only when they meet certain requirements.  
Sixth, false or exaggerated advertisement for private qualifications is to be 
prohibited. Any qualification-related advertisement will bear the information 
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on the type of qualification and the name of the institution issuing the 
qualification. Furthermore, any false or exaggerated advertisement that 
might defraud or mislead customers is to be banned.  
The amendments to the National Technical Qualification Act and the 
Basic Act on Vocational Qualifications have many implications. First, the 
concept of qualifications has been expanded. The existing qualifications are 
acquired through a general testing service, but the revisions allow only those 
who have completed a related education and training program that meets 
certain conditions to acquire national qualifications. To guarantee credibility 
of the new qualification system, the quality of education and training 
programs needs to be managed appropriately.  
Second, the development of KSS will help build linkage between 
education and training, qualifications and the labor market. The KSS may 
provide the basis for the establishment of qualifications and the opening of 
education programs for the acquisition of those qualifications, which will be 
utilized in the labor market. Currently, a pilot project is underway to 
develop the KSS, but it is still necessary to reach a consensus on the 
utilization of the KSS after its development.  
Third, the two legislations on qualification emphasize more active 
participation of industry leaders in the management of the qualification 
system. However, no decision has been made as yet to take the lead to 
represent industry.  
Fourth, increased flexibility is sought in the management and operation of 
the national technical qualifications system. Currently, private institutions 
participate in the provision of the testing service and, to increase their 
participation, it is necessary to employ reasonable standards and procedures 
for the commissioning of national technical qualifications.  
Fifth, the groundwork is being laid to create a competency-oriented society. 
The general public is being encouraged to participate in various types of 
education and training and self-leading learning, thus promoting the 
development of vocational competencies. Also, establishing linkage among a 
variety of competency recognition systems, including the acquisition of 
qualifications, degrees and academic scores, is paving the way for the creation 
of a competency-oriented society. 
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FUTURE CHALLENGES 
 
The Korean government has hastened the revision process of the National 
Technical Qualification Act and the Basic Act on Qualifications to solve the 
problems facing the vocational qualification system. However, the 
implementation of the revised legislation need to be preceded by resolution 
the following challenges.  
   
Linkage between HRD and the Qualification System  
Most of all, it is necessary to prepare coherent policies for all government 
departments concerned. Currently, new qualification fields are established 
on an individual basis without coordination among departments and 
organizations concerned, and without proper analysis of industry demand, 
relevant education and training, which makes the qualification system 
unsuitable for human resources development at the national level. Therefore, 
for industry demand to be properly reflected in education and training and 
in the establishment of new qualification fields under the general framework 
of national human resources development, the qualification system needs a 
coordinating body, capable of performing comprehensive analysis of the 
system.  
Also, a cooperative system is needed among competent departments for 
the management and operation of the qualification system and it will help 
enhance the overall quality of management.  
 
Improving the Granting of Qualifications  
The method of granting qualifications should be improved in line with the 
testing services. Qualifications, which have been granted through a general 
testing service so far, should be granted based more various methods for 
assessment and recognition of job competencies, which will eliminate the 
tendency toward credentialism and create a lifelong learning society. 
Diversified assessment and recognition results should be utilized in 
personnel management in industry, and in human resources development, 
allowing this recognition of prior learning as a qualification for 
advancement into higher education organizations.  
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Linkage between Education and Training, Qualifications and Work  
The KSS is a document that systematically describes knowledge, skills and 
attitude required for jobs at the national level. The KSS enables efficient 
human resources development, as it is broadly applied to education 
programs, and training and testing standards. In some advanced countries, 
unified standards for job competencies are prepared at the national level 
with leaders from each industry participating in the process in order to 
establish a vocational education and training system that takes into account 
of industry demands and establishes linkage between qualifications.  
KRIVET is currently developing the KSS according to a phased 
development plan. If implemented, the KSS will become the first of its kind 
in Korea and it will have far reaching policy implications. In order to 
increase the desired impact of the KSS, it should be based on industry 
demands, developed by industry leaders, and should reach a social 
consensus on the utilization of the appropriate standards.  
 
Establishment of the Korean Qualification Framework  
The Korean Qualification Framework (KQF) manages the level of 
qualifications, through which the quality of the KSS’s development units is 
managed. Hence, qualification levels must be properly organized before 
introducing the KSS. The level of qualification is indicative of the 
differences existing between individuals in their competencies as assessed 
by the qualifications, and such differences are translated as differences in 
roles and responsibilities in the world of work. The level of qualifications 
should be organized in accordance with the skill level required to perform 
specific duties and responsibility at workplace.    
In addition, the differences in duties and responsibilities between the 
qualification level system and the labor market should be examined. 
Determining the number of levels is required in each qualification is 
particularly important. This is because the level of qualification should be 
linked not only with the skill level but also with the workforce structure.  
Improving the organization of qualification levels makes it possible to 
establish the standard of manpower needed and the degree of required 
knowledge and skills, as well as the standards for testing services. It will 
also solve the problem of quantity mismatch and skill mismatch in the 
supply of manpower. 
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Promotion of Industry Participation  
If qualifications are to promote the development of vocational competencies, 
and to lead a competency-based society, industry leaders (consisting of for 
example, a group of business owners or an association formed by 
businesses) should be encouraged to take an active part in the management 
and operation of the qualification system.  
Companies are wasting a large amount of money providing additional 
education to new employees, who have already completed relevant education 
at school. Industry should more explicitly express what they look for in 
graduates so that schools can provide more practical education.  
Currently, the Sectoral Human Resource Development Council, which is 
composed of industry leaders related with human resources development, has 
the potential to serve as the most powerful channel encouraging participation of 
industry. It should therefore be provided with human resources, financial and 
technological support, enabling it to act as an important decision making body 
in the management and operation of the qualifications system.  
 
Establishment of a Social Partnership  
If qualifications are to be utilized in a more effective way, workers’ 
representatives should actively participate in the management and operation 
of the qualification system. The qualification system should be managed and 
operated with the aim of developing workers’ competencies and improving 
their skill levels, which may be achieved with the participation of trade unions. 
Development of workers’ vocational competencies can take place in an 
organized and systematic way if trade union is able to exercise considerable 
power. Also, the skill level of workers can influence the wage system if the 
trade union effectively exercises its power. In countries with a high degree of 
utilization of qualifications such as Germany and Australia, trade unions play 
a major role in the management and operation of qualification systems.  
 
Establishment of Qualification Information System  
A database (DB) of people who acquired qualifications is an important form 
of infrastructure for the performance analysis of qualifications. In other words, 
the degree of utilization of a certain qualification in a particular industry field 
can be measured by analyzing the database of qualification acquirers. 
Qualifications with low utilization should be improved to become more 
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practical. Given the importance of the qualification acquirers DB, the existing 
DB should be managed more systematically. 
The Human Resources Development Service of Korea provides 
qualification information (mainly on testing) through the Q-net. However, 
there is growing demand for more qualitative information, including wage 
levels and working conditions of qualification acquirers. Thus, efforts 
should be made to create and provide such detailed information.  
In addition, research organizations like KRIVET should set up a new 
information network such as a National Qualification System (tentatively 
named NQS-net), broadly covering the information on vocational 
qualifications, departments responsible for certain qualification fields, 
graduates, curriculums and the KSS.  
    
Diversification of Management and Operation Entities  
The current number of national technical qualification items is 575 and the 
operation of similar qualification testing by private institutions is prohibited. 
However, the government should manage as small a number of essential 
testing as possible and commission the testing for the rest of the qualifications 
to the private sector.  
So far, the Human Resources Development Service of Korea has been the 
only organization providing testing services for national technical 
qualifications commissioned by the Ministry of Labor. However, testing 
services should be commissioned to a wider range of private institutions. In 
other words, private organizations or institutions with expertise and public 
responsibility for representing specific fields of qualifications should be 
encouraged to participate in testing services so that qualifications may 
respond to external changes more flexibly. To achieve this, reasonable 
standards for commissioning, regular assessment of commissioned 
organizations and technical support for commissioned organizations should 
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NEED TO PROMOTE LIFELONG CAREER DEVELOPMENT 
 
HE IMPORTANCE OF HUMAN RESOURCES DEVELOPMENT can 
never emphasized enough in today’s knowledge society. 
Promoting lifelong education and lifelong employability is an 
essential requirement for human resources development as 
well as social integration. In order for individuals to adjust flexibly in a 
changing society, they have to continuously develop their career 
throughout their whole lives.  
Therefore, the goals of career education are not limited to selecting 
careers at specific stages of life, but rather they extend to developing 
competencies to set career goals, making plans to achieve them, and 
enabling individuals to adjust to work places in self-directed ways.  
With a tendency to focus too much upon academic achievement in 
the past, career education in school has not been emphasized properly. 
However, social problems such as the rising youth unemployment rate 
and excessive expenditure on private education have turned more 
attention to the importance of career guidance. 
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Career guidance for adults came to limelight since the 1997 economic 
crisis, and with the expansion of public employment services (PES). The 
abrupt expansion, however, have continuously raised concerns for the 
quality of services of PES.  
The Ministry of Labor has recently presented a reform plan for PES. 
This plan includes not only strategies for adult career guidance but also 
strategies for career guidance in schools and universities with the aim of 
strengthening basic competencies for career development and saving costs 
for employment security. The need to take a lifelong career development 
perspective has often been expressed and the importance of establishing and 
implementing policies on career guidance in integrated and strategic ways 
has started to be emphasized. 
 
 
CAREER GUIDANCE SYSTEM 
 
Administrative System  
The Ministry of Education and Human Resources Development is the key 
government body in charge of career guidance in schools, while the 
Ministry of Labor is in charge of providing public employment services for 
adults. At the local level, provincial education offices are responsible for 
career education in schools, and regional labor offices are responsible for 
managing PES centers. In addition, the Ministry of Gender Equality is 
involved in supporting the career development of women. Though there 
were trials to establish formal linkage between the respective ministries, no 
coordinating entity has been established. Nevertheless, the Ministry of 
Education and Human Resources Development is making efforts to build a 
solid platform to manage networking and coordinating among different 
agencies.   
 
Regulations for Career Guidance  
Though there are several laws describing fragmentarily the importance of 
career guidance and responsibilities of providing services, there is no law 
that steers career guidance in an innovative way. The following are the 
current laws related to career guidance. 
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<Table 6-1> Laws Related to Career Guidance  
Source: KRIVET, Vocational and Career Education: Now and the Future, 2005. 
 
 
SUPPORT FOR CAREER DEVELOPMENT OF  
SCHOOL STUDENTS 
 
The Korean school system comprises six years of primary school, three years 
of middle school, and three years of high school. Though most of the courses 
are provided by a national curriculum, some decisions about the detailed 
content of the curriculum have been devolved to 16 provinces and schools. 
Legislation Main Contents 
Constitutional Law ◦ freedom of choosing vocation, right for work 
Fundamentals of Education Act 
◦ right for receiving education according to 
abilities and aptitudes 
◦ governments of national and local level have 
to establish and execute policies for 
developing competences for vocation 
Fundamentals of Human Resources 
Development Act 
◦ responsibility for providing information on 
outlook of demand and supply of human 
resources 
Fundamentals of Basic 
Employment Policy Act 
◦ responsibility for providing vocational guidance 
for adults and youth, and collecting and 
disseminating information on employment  
Elementary and Secondary 
Education Act 
◦ high school students can choose their own 
courses according to their interests and 
aptitudes 
Vocational Education and Training 
Promotion Act 
◦ right of getting diverse vocational education 
and training opportunities 
◦ students of vocational training school receive 
vocational guidance 
Industrial Education Promotion and 
Collaboration between Industry and 
Schools Act 
◦ responsibility of establishing and enforcing 
career guidance policies 
 
Vocational Security Act ◦ functions of PES 
Employment Security Act ◦ supporting career transition 
Employment Promotion of the 
Elderly Act 
◦ providing vocational guidance for the elderly 
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The first set of educational decisions affecting a student’s future academic 
path is made at the end of middle school, choosing between ‘general high 
schools’ and ‘vocational high schools’. Most high school students, including 
vocational high schools students, aim for higher education. In 2004, the rate 
of students entering higher education after high school graduation reached 
81.2%, including 81.3% of general high school graduates; and 62.3% of 
vocational high school graduates.  
 
Career Guidance in Schools  
Homeroom teachers are expected to provide career guidance is 
expected.  However, due to administrative chores and teaching 
commitments, they have not enough time to provide guidance services. 
Besides, they are not confident of providing career guidance. Therefore, 
services provided by homeroom teachers are in most cases minimal and the 
quality of guidance varies among teachers.  
Other specialists who are in charge of career guidance in schools are the 
school counselors, who had additional training for counseling. The training 
consists of 240 hours of part-time training, while some teachers also have a 
master’s degree in counseling. Their role, however, is not focused solely on 
career counseling. They have to teach their subjects, and have to provide 
counseling on general issues such as personal and behavioral problems. The 
quality of school counselors varies among individuals and their role differs 
from school to school. In general, they do not have enough time to devote to 
counseling nor do they have the necessary competencies to provide 
qualified career guidance.  
Career education has been introduced into the school curriculum. For 
11th grade students, ‘occupation and career’ has been provided as an 
elective subject for two hours per week for one semester since 2002. The 
decision whether this subject is selected or not is made mainly by school 
principals. In 2004, 42.7% of schools have actually introduced ‘occupation 
and career’ to their curriculum. This subject is taught by the teacher with 
time available after teaching his/her own subjects but without receiving any 
extra training on career education. This has raised concerns over the quality 
of teaching and learning of ‘vocation and education’. Besides ‘occupation 
and career’, which is only for students in 11th grade, career education is 
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included as an element of ‘technology and housework’ in 9th grade, which 
is compulsory for all.   
‘Discretionary Activities’ are another opportunity to allocate time for 
career education. 47.0% of middle schools and 29.3% of high schools 
assigned career education for discretionary activities in 2004.   
 
Career Education Policy and Practice at a Provincial Level  
Responsibility for career education was devolved from the Ministry of 
Education and Human Resources Development to 16 provinces in 1999. As 
a result, the office formerly in charge of career education disappeared, and 
the quality of career education in schools gradually declined. In order to 
improve career education, the Ministry of Education and Human Resources 
Development took back responsibility for establishing policies related to 
career guidance in 2004. The Ministry of Education and Human Resources 
Development designated officials in charge of career education in 16 
provinces and created a council of 16 provincial officials to cooperate and 
network among themselves.  
Though the policy emphasis on career education is gradually rising in 
general, there are variances among provinces. Following recommendation 
from the Ministry of Education and Human Resources Development to set 
up career information centers at the local level, 6 provinces have done so up 
to now. The missions of provincial career information centers are to provide 
career-counseling services, to provide training for teachers, and to consult 
on career education for schools in their area. All of the 16 provinces provide 
occupational information and career counseling on the web, mostly on a 
small scale.  
 
Services Provided by Public Employment Services  
The Ministry of Labor is extending the target of PES from the unemployed 
to youth. The Ministry of Labor presented a ‘PES innovation strategy’ in 
May of 2005. One of the plans is to support career guidance in schools by 
providing job experience (‘Job School’ program) and psychological test 
services (aptitude and interest tests). In addition to these services, the 
Ministry of Labor is undertaking a project to establish a comprehensive job 
experience complex modeled on Japan’s ‘Job World’.  
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Systems for Developing Information and Programs  
In order to support career education in schools, it is necessary to develop 
accurate information on jobs and education. The Ministry of Education and 
Human Resources Development consigned Career Development Center 
(CDC) at KRIVET to develop programs and information. CDC developed 
psychological tests and information on jobs and schools that are integrated 
into web-based comprehensive career guidance systems at CareerNet 
(http://careernet.re.kr). In 2004 CareerNet run by CDC at KRIVET 
provided 7,319 cases of career counseling, psychological services for 611,946 
cases, and gained 300,000 new members.   
The Central Employment Information Office (CEIO), which is under the 
authority of the Ministry of Labor, also developed psychological tests and 
provides services through Youth Worknet (http://youthjob.work.go.kr) as well 
as occupational information. In order to provide extensive job information, 
CEIO runs an additional website, KNOW (Korea Network for Occupations 
and Workers), which was developed after modeling on O*NET in the U.S.A.  
 
Training Teachers for Career Education  
25.3% of elementary schools, 80.5% of middle schools, and 89% of high 
schools have organizations for planning and leading career education 
activities, but these activities tend to be short-term events.  
The core of career education in schools is learning and teaching through 
curriculum. Because the contents for career education are permeated 
through several courses and ‘vocation and career’ courses are taught by any 
teacher with extra time, all teachers need to be trained for career education. 
However, the majority of teachers do not receive proper training in career 
education.  
16 provincial education offices provide training during vacations to help 
to improve teachers’ competencies in career education. The goals of these 
training programs are general and not exclusive to career education, and 
they usually include one or two courses.  
In contrast, training programs that do focus solely on career education 
are provided by CDC at KRIVET and by CEIO. These programs usually 
consist of about 10 courses covering occupations, psychological tests, 
programs, and case studies.  
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CAREER GUIDANCE SERVICE IN HIGHER EDUCATION 
 
In higher education, career guidance services are provided in counseling 
centers and employment information centers in colleges and universities. 
Both the Ministry of Education and Human Resources Development and the 
Ministry of Labor are mostly responsible for career education in higher 
education. In addition, the Ministry of Gender Equity provides financial 
support for ‘women’s career centers’. CDC at KRIVET and CEIO provide 
information, programs, and training for career facilitators. Several career 
information companies provide various services consigned by colleges and 
universities.  
 
Career Guidance Agencies in Colleges and Universities  
Employment information centers in universities and colleges in general 
have very few experienced persons (on average, 3.2 persons in universities 
and 1.5 persons in colleges). Most of them have less than 2 years experience. 
The main reason for their limited experience is that they are often 
transferred to other positions within the organization to prepare them for 
future promotion, since working in the employment services center is not 
considered favorable to their promotion prospects. As result of this, most of 
the people working in employment services centers lack the necessary skills 
to provide quality career guidance.  
From the perspective of student services, counselors at student 
counseling centers are mostly graduate students majoring in counseling. 
They tend to focus on personal and psychological problems and are not 
sufficiently trained for career counseling.  
To solve the problems inherent in the dual systems of employment 
centers and student counseling centers, the Ministry of Education and 
Human Resources Development has recommended universities to have 
integrated service centers, to recruit more professionals, and to widen the 
services they provide by adding functions such as research, managing data 
for graduates, networking with other sectors, and developing employment 
search programs. Most colleges and universities are taking this 
recommendation seriously, since graduates’ success rate of finding 
employment is one of the important indicators of evaluation, and many 
colleges and universities are having difficulties in recruiting students due to 
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a decrease in student population. Nowadays, we can easily find colleges and 
universities that have increased both finance and staffing allocation for 
career guidance.  
The Ministry of Gender Equity financially supported 5 universities for 
women’s career development in 2004, and extended financial support to 15 
universities in the following year.  
 
Services Provided by the Private Sector  
Most of the career guidance service centers in higher education receive 
support from employment information and career guidance provided by 
private companies. 91.2% of universities and colleges are buying at least one 
of the following forms of employment information and career guidance 
service: employment events, courses, lectures, employability programs, 
employment information web site development and management, and 
developing workbooks for employability readiness. Unfortunately, there is at 
present no system for monitoring the quality of services provided by these 
companies. Though career guidance service providers of higher education 
evaluated these services as fairly satisfactory, their standard of quality needs 
to be examined more accurately.  
 
Services Provided by Employment Security Centers  
Employment security centers have gradually increased services for students 
of higher education as a policy for preventing youth unemployment. 
Services provided by PES to support career guidance in higher education 
include lectures, psychological tests, career development programs, and 
employment events. CAP, a group program run at employment security 
centers, is going to increase its coverage of services from 3,000 to 10,000 
persons. Internship and work experience programs for youth will also 
increase from 70,000 to 9,000. Agreement between employment security 
centers and universities to strengthen their relationships and to improve the 
levels of support is gaining pace.    
Despite these efforts to expand career services to colleges and 
universities, students seldom use employment security centers, mainly 
because they offer little information on attractive job offers and often do not 
have enough competencies to support college students.  
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SUPPORT FOR ADULT CAREER DEVELOPMENT 
 
Services for career development of adults are provided at employment 
security centers, through community-based services, and at private companies. 
Most of the employment security centers and community-based services are 
targeted at the unemployed. Private companies provide employment services 
for workers only in a limited scale.  
    
Public Employment Security Centers  
During the 1997-1998 economic crisis, the Ministry of Labor established 168 
employment security centers as a social safety net to provide one-stop 
services on employment insurance, access to vocational training, and job 
placement. Employment security centers provide vocational counseling, 
conduct psychological tests, and run group sessions. There are currently 130 
employment security centers, a figure that also incorporates some small 
centers. Among these centers, there are 35 comprehensive employment 
security centers, which provide comprehensive vocational counseling, and 
vocational guidance for the youth. Especially, 6 wide-area comprehensive 
employment security centers have additional functions to formulate provincial 
labor policy, analyze local employment trends, publish local employment 
information periodicals, prepare job fairs, and evaluate other centers in their 
areas.  
Though employment security centers have persistently endeavored to 
improve their services since 1998, they do not have the appropriate numbers 
of qualified counselors to provide high-quality vocational counseling. Most of 
the counselors still devote the majority of their time to employment insurance 
and other administrative chores. As a result of this, it is difficult for them to 
provide individualized services with consideration for the various needs of job 
seekers, and they do not have the kind of job information that job seekers 
expect.  
In 2005, the Ministry of Labor announced a ‘plan for innovating 
employment services’ in order to emphasize one-stop services from training 
to employment, which are geared to the various requirements of individual 
job seekers. The goal of this plan is to establish the infrastructure capable of 
creating a virtuous ‘back-to-work’ circle of integrated services providing: 
‘unemployment benefit → vocational training → information → in-depth 
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counseling → job placement’. Based on a diagnosis of the individual’s 
circumstances, the service need is classified into one of 3 levels: job 
placement, vocational guidance or intensive support. ‘Job placement’ is for 
those job seekers who simply need information on job openings; ‘vocational 
guidance’ includes psychological testing, group counseling, vocational 
training, and getting qualifications.  
‘Intensive support’ comprises in-depth counseling, adjustment training, 
and accompanying interview. For the long-term unemployed, employment 
security centers are to provide services until they find a job and continue on-
going support to help them make the back-to-work adjustment for 100 days 
after finding a job. This type of program is currently being pilot tested in 6 
comprehensive employment security centers. However, for such a program to 
be successful, it is essential to increase the number of counselors and improve 
their competences. 
Besides employment security centers, there are 253 employment 
information centers and 34 daily job guide centers in local administrative 
offices. The staffs at these centers are mostly volunteers and military service 
exemptees who do not have any specialty, and are mainly focused on 
providing basic information, unable to provide specific employment 
information and vocational guidance.  
    
Producing Information Resources for PES  
The main information resources within public employment services are 
developed by CEIO. These include: occupational classifications and 
statistics; the KNOW (Korea Network for Occupations and Workers) 
system, which includes occupational profiles (interests, skills, knowledge, 
salaries, and prospects); and occupational outlook data based on employment 
surveys.  
CEIO developed the Work-Net website, through which individuals have 
access to job vacancies, and employers access to job searchers. In addition, 
various kinds of occupational and labor market information, and 
information on training is available along with psychological tests. Because 
the disadvantaged members of society are the main targets of PES, 
information in Work-Net is generally low in standard. In spite of this, 
Work-Net is one of the 100 most visited websites in Korea, widely used by 
the unemployed and people who are considering of changing jobs.  
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Private Sector for Employment Service  
The majority of employment service in the private sector is for job placement. 
In 2002, there were 5,162 for-profit and 403 non-profit job search agencies. In 
addition, there were 192 Internet-based job information companies in 2003. 
These job-brokerage services are in poor condition in terms of staff and 
finance except for a few agencies. Therefore, the quality and reliability of 
these services are questionable, and as a consequence, a system for 
monitoring these services and protecting users is required. The jobs traded by 
these agencies are mostly for daily workers, less-qualified healthcare workers, 
and visiting housekeepers.  
There are approximately 400 consulting agencies for highly qualified 
workers.  The Ministry of Labor has a plan for monitoring private 
employment support services by giving incentives to the sound agencies and 
regulating illegal activities.  
Other providers of adult career guidance services in the private sector are 
companies. A number of companies are now using outplacement agencies to 
help people who have been displaced as result of restructuring to find another 
job or set up a business on their own. Half of the cost of these services in 
small-to medium-sized companies and one third of the cost in large 
companies is subsided by the government.  
Only a few large-scale companies provide services for the employed 
persons to manage their careers. In most companies responsibility for career 
development of the employed persons is left to individuals themselves 
without any support from the organization.  
 
 
KEY POLICY ISSUES 
 
Building Cooperative Links 
Lifelong career development is still, to a large extent, a simple rhetoric in 
that career development of the employed people is not fully emphasized, 
career development of the elderly is in its infancy, and services for 
supporting career development of students and adults is discussed 
separately. The Ministry of Education and Human Resources and the 
Ministry of Labor need to work much more closely with one another. For 
more effective coordination of the two ministries, it is necessary to build a 
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clear co-ordination mechanism for key officials. There have been joint 
committees to discuss policies for youth unemployment, but little has been 
done to promote close coordination between the two ministries.  
In addition to ministerial links, local level links are also required. 
Provincial education offices, comprehensive employment security centers, 
colleges and universities should collaborate much more closely via the 
exchange of information and services.  
There also need to be closer links between KRIVET and the Central 
Employment Information Offices. Though CEIO develops excellent 
materials and information, they lack an educational perspective. Through 
collaboration, CEIO can benefit from KRIVET researcher’s educational 
professionalism, and the two organizations can generate a synergy for 
supporting career development for various target groups.  
 
Consolidating Career Development Guidelines 
To support career development for all, from students to the elderly, national 
guidelines for career development should be established. They should 
include goals, contents, and methods of career development for each age 
group. Based on these guidelines, curriculum for career education can be 
developed, programs can be designed, and curriculum for training 
professionals can be constructed.  
National Career Development Guidelines of the U.S.A. and Blueprint 
for Life/Work Designs of Canada are good examples. In the development of 
BLWD, the NLWC (National Life/Work Center) performed a leading role 
in cooperation with HRDC (Human Resources Development Canada), IC 
(Industry Canada) and various other professional groups (these included 
Canadian Labour Force Development Board, Canada Career Information 
Partnership, Canadian Career Consortium, Canadian Career Development 
Foundation, Canada WorkinfoNET). KRIVET made an attempt to develop 
similar national career guidelines under the consignment of the Ministry of 
Education and Human Resources Development, but it revealed certain 
limitations, especially since various organizations related to career guidance 
did not participate in the process. Therefore, future endeavors to revise these 
guidelines should be based on a national cooperating mechanism for career 
guidance.  
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Classifying Levels of Career Guidance Professionals 
Staffs for career guidance widely vary in their level of professionalism. In 
schools, teachers who are in charge of counseling have either master’s 
degrees or counseling teacher qualifications as a result of on-the-job training. 
However, their professionalism is somewhat general rather than being 
focused on career counseling. Career education is provided by teachers with 
various majors and they often tend to be insufficient to support the career 
development of students. On-the-job training programs are provided mainly 
by provincial offices, KRIVET, and CEIO. Because these institutes have 
limited resources to cover all of the training needs, alternative ways to expand 
the scope of training are currently being considered. For example, KRIVET is 
conducting a project to develop an e-learning program on career education for 
teachers.  
Career guidance staff in colleges and universities can be classified into 
two groups. One group comprises of counselors, who have master degrees 
in counseling, but did not have training geared specifically for career 
counseling.  
Therefore, master degrees in counseling need to include more courses in 
career development. The other group comprises of universities staff 
members, who happen to be in charge of providing employment 
information and administrative support, but have little or no specific career 
counseling training.  
In order to develop their competencies, more opportunities for training 
need to be provided and they need to stay longer in career guidance 
positions instead of being transferred frequently through the personnel 
transfer and rotation system.  
Career counselors in employment security centers mostly have vocational 
counseling qualifications, which do not mandatorily require a master’s degree 
different from other counseling related qualifications. They are on renewable 
one-year contracts with modest salaries. It is also necessary to provide 
training for them and improve their employment conditions.  
It is also recommended that a national competence framework for 
various levels of career guidance be established, based upon which training 
curriculum can be developed, and the effects of training can be evaluated.    
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Need-Driven Program Development 
KRIVET and CEIO currently develop career guidance programs for various 
targeted groups. In addition, local education research offices develop 
programs for schools and private companies develop programs for 
universities and adults. Most of these programs are, however, targeting a 
wide range of people, and do not reflect the specific needs of various groups 
within the same age range. In order to help professionals in career guidance 
provide high quality services, it is important to have programs and reliable 
information corresponding to the specified needs of various groups such as 
drop-outs, technical high school students with learning difficulties, college 
students with learning difficulties, workers in small companies, and the 
elderly.  
Various types of learning can be applied to these programs: self-directed 
learning on the web; group activities; person-to-person counseling; and 
work experience. Since Korea has very strong infrastructure for web-based 
learning, prospects are high for self-directed web based learning systems for 
career development. KRIVET has developed web-based career exploration 
programs including ‘Aro Junior’ for elementary school children, ‘Aro Plus’ 
for secondary school students, and ‘Career Vision’ for university students. 
These systems contain psychological tests for self-knowledge, vocational 
and educational information and tips for career decision-making. These 
elements are articulated with each other and services are provided free of 
charge via CareerNet. Individuals can keep records of their career 
exploration, and compare the history of their activities.  
Accurate and useful information on jobs is in high demand in career 
counseling and self-directed career exploration. This information should be 
able to connect labor and education markets, be qualitative as well as 
quantitative, and reflect local characteristics. To produce such information, 
a systematic mechanism needs be established not only at a national level, 
but also at a local level. More appropriate systems for the various interested 
groups need to be developed and utilized.  
An inter-agency agreement, identifying areas of potential collaboration 
and procedures for such collaboration among KRIVET, CEIO, local 
educational research offices, and private sector organizations would be 
beneficial. In addition, the results of using these various types of career 
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guidance programs should be periodically systematically monitored and 
evaluated to ensure continuous improvement of the programs.   
 
Toward Localization and Privatization 
In Korea, it may be too early to discuss the localization and privatization of 
career guidance services because localization has just started and 
privatization, although it is ongoing, remains limited in scope. However, 
these trends are expected to continue. Local education offices and wide-area 
comprehensive employment security centers, and private sectors are 
expected to play greater roles. For localization, an articulated plan for role 
sharing between central and local officials is needed at the ministerial level. 
In terms of privatization, it is necessary to build a system for monitoring the 
conduct of organizations in the private sector, for reinforcement of quality 
services, for regulation of inappropriate services, and for allocation of roles 
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N A KNOWLEDGE-BASED SOCIETY, the sharing and expansion 
of knowledge and information are the key factors for economic 
and social development. Due to these characteristics, the speed at 
which knowledge and information travel has accelerated tremendously in 
connection with the rapid expansion of the Internet and ICT. The flow of 
information is one of the important agents of change in society. Thus, many 
nations around the world have created key policies for developing human 
resources with a focus on acquiring and expanding knowledge and 
information.  
With these shifting policies, e-Learning has emerged as a new 
alternative in education and training. The initiative to develop national 
human resources through e-Learning has been widely adapted by the 
Korean government as e-Learning overcomes the limits of time and space 
and contributes to knowledge expansion through interaction.  
Korea has one of the strongest foundations for e-Learning in the world. 
In a report by England’s Economist Intelligence Unit, which compared the 
e-Learning readiness of 60 countries, Korea ranked among the top five 
countries (EIU, 2003). The study was conducted using approximately 150 
qualitative and quantitative standards of measurement. They were grouped 
into four sectors (education, industry, government and society). The degree 
of readiness in each sector was then measured according to ‘general contact 
with and usage of the Internet’, ‘attitude towards new technology’ and ‘the 
usage of Internet-based learning programs’.  
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<Table 7-1> Top 5 Countries in Degree of e-Learning Readiness 
Total Score Education Industry Government Society Section 
Country 
Score Rank Score Rank Score Rank Score Rank Score Rank 
Sweden 8.42 1 8.17 6 8.26 4 9.67 1 7.76 2(tie) 
Canada 8.40 2 8.83 2 8.35 3 8.80 14(tie) 7.67 6 
United States 8.37 3 8.90 1 8.39 1(tie) 8.27 22 7.92 1 
Finland 8.25 4 8.00 9 7.97 5(tie) 9.60 2 7.69 5 
Korea 8.24 5 8.32 4 8.39 1(tie) 8.73 16(tie) 7.36 12 
Source: EIU, The 2003 e-Learning Readiness Rankings, 2003. 
 
 
COMPREHENSIVE SUPPORT SYSTEM FOR E-LEARNING 
 
Education Sector  
Adapting ICT into Education, Korea’s e-Learning policy-making system 
consists of the government, local government agencies, education-related 
agencies, the private sector, and schools. The national policy for ICT in 
education is formulated and enforced by the Ministry of Education and 
Human Resources Development (MOE & HRD). 
The MOE & HRD establishes and plans policies, extends 
administrative and financial support, and operates a national cooperative 
system.  
Metropolitan and Provincial Offices of Education establish execution 
plans and operate a cooperation system for supporting schools. Schools 
improve the quality of education and promote e-Learning. EDUNET 
develops models and research policies, supports the sharing of resources 
and establishes national standards, and provides a one-stop service at the 
national level.  
Teaching-Learning Support Centers develop and research policies for 
municipal and provincial offices, operate web portals at the metropolitan 
and provincial level, and support Teaching Learning Help Centers. 
Teaching-Learning Help Centers manage teaching-learning resources and 
operate school websites.  
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Source: Korea Education & Research Information Service, White Paper on Educational 
Informatization, 2004. 
 
Training Sector  
In the job-training sector, corporate workers are usually the main targets of 
e-Learning support. In the public sector, the Ministry of Labor and its 
affiliated offices are in charge of providing training services, training 
information, and financial support for training. In the private sector, on the 
other hand, they are in charge of e-Learning contents development, training 
service, support programs, and development of tools. In order to better 
represent their interests, a federation of e-Learning industries was also 
founded to carry out cooperative work in e-Learning service and research. 
While the Korea Research Institute for Vocational Education & Training 
(KRIVET) administers specialized research and development in the field of 
job training, the Human Resources Development Service of Korea uses the 
MOE & HRD 
Metropolitan and Provincial Office Education 
Teaching-Learning Support Center 
National Teaching- 
Learning Support Center  
Edunet
Teaching-Learning Help Center 
Schools 
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EBS channel to provide job broadcasting to e-Learning recipients and the 
Internet to directly provide distance-learning services.  
In addition, employment centers found in various regions provide 
information on e-Learning along with information and counseling to 
individuals who wish to either change their place of employment or find a 
job. The system has been set up so that individuals can use the Work 
Information Center’s HRD-net to search for information about training 
institutes and training courses.  
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Incorporation of ICT into Education Master Plans  
In 1997, MOE & HRD’s ‘The Adapting of ICT into Education Master Plan I’ 
was successfully completed and all classrooms in the country’s schools were 
wired to the Internet with one computer installed per teacher. The physical 
infrastructure has been installed and diverse educational contents have been 
developed and distributed to schools. When the ‘ICT Adapted Education 
Promotion Plan (2001)’ was launched, school web sites were built and 
educational software and teaching-learning modules using ICT were 
developed for schools across the country.  
The e-Learning Promotion System offers curriculum guidance, career 
counseling and educational content that allows students to study 
independently. In September 2004, the cyber home learning system was 
rolled out as a pilot service in the metropolitan and provincial offices of 
education of Daegu, Gwangju and Gyeongsangbuk-do. The progress of the 
pilot program in the offices of education was analyzed and problems were 
fixed to stabilize and improve the system. In the near future, this program 
will be expanded to include the remaining 13 metropolitan and provincial 
offices of education. Educational content developed through the teaching-
learning centers will be systematically compiled and reorganized in a user-
friendly format for teachers. Additionally, training programs for teachers to 
improve their teaching skills will be made widely available. Public 
education as a whole will be improved through the promotion of discussion- 
and project-based learning that involve both school classes and online 
classes.  
 
Support for Internet Correspondence Training
1)
 
In the training sector, the first government policy related to e-Learning was 
the Ministry of Labor’s policy on corporate e-Learning. After completing a 
pilot project in 1998, the Ministry of Labor provided institutional support 
for corporate e-Learning from 1999 till the present.  
This policy, entitled ‘Worker Job Training Promotion Law’, provides 
                                            
1) ‘Internet correspondence training’, which refers to e-Learning within a corporation, is a term that 
the Ministry of Labor started using in 1998 during a pilot project. It stands in contrast to the term 
‘postal correspondence training’.  
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financial support for e-Learning. Through the Ministry of Labor’s 
administrative support, the number of corporations and workers 
participating in e-Learning showed an upward trend and social interest in e-
Learning has also increased. The contents and focus of the Ministry of 
Labor’s policy supporting corporate e-Learning are as follows.  
 
■ Introduction of e-Learning in the Job Training Courses of Current 
Workers  
In 1998, the Ministry of Labor carried out a pilot project that used e-
Learning to provide job training for current workers. This involved 7 pilot 
agencies, 67 courses, and a 3-month training course from October 1998 
till December 1998, which involved 7,187 workers. In 1999, it moved to 
include correspondence training (involving both Internet correspondence 
training and postal correspondence training) in job-training courses under 
article 4 of the Workers’ Vocational Competency Development Act. 
 
■ Revision of the Internet Correspondence Training Regulations and the 
Establishment of a Central Agency  
In order to improve the quality of Internet correspondence training, which 
was implemented after 1999, the Ministry of Labor added the following 
provisions to the Employment Insurance Act: promoting vocational 
competency development; supporting vocational competency development; 
and providing the approval, designation, and evaluation of institutes 
involved in the vocational competency development process. It also 
established the e-Learning Center in KRIVET to come up with institutional 
measures to judge the standard of the facilities and the appropriateness of 
Internet correspondence training contents and to put these measures into 
effect. KRIVET not only evaluates the appropriateness of Internet 
correspondence training contents, it also carries out e-Learning-related 
research and projects including fact-finding surveys and research on the 
standardization of e-Learning.  
 
■ Quality Assurance of Internet Correspondence Training  
In order to enforce the quality control of the Internet correspondence training 
institutes and their training courses, an on-line monitoring station was set up 
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within the Human Resources Development Service of Korea. Institutional 
measures were also introduced to provide a high level of training, both in 
terms of quality and quality, by improving the quality of Internet 
correspondence training institutes (for example, through a scaled fee 
structure that supports training fees depending on the evaluation results) and 
by providing for the liquidation of underperforming institutes.  
 
■ Establishment and Operation of a Central Information System for 
Internet Correspondence Training  
An e-HRD corner was established and operated in HRD-Net to provide 
information on training courses as well as policies, research, and industries 
related to Internet correspondence training.  
 
■ Introduction of a ‘Corporate e-Learning Mid-period Development Plan’   
In order to determine the present conditions of e-Learning and their associated 
problems, the Ministry of Labor and the e-Learning Center at KRIVET 
introduced a corporate e-Learning mid-period development plan. This plan 
addresses important issues such as e-Learning system servicing and 
maintenance, infrastructure construction, cultivation of human resources, 
standardization, and quality control. A detailed 5-year plan, 2004-2008, has 
been prepared and it involves 4 strategy items and 9 core issues.  
 
■ Revision of the Internet Correspondence Training Regulations  
With the rapid development of Internet correspondence training, the 
methods for assessing the quantity of contents and operation of courses 
have become diversified.  
An example is the introduction of ‘Blended Learning’. In order to 
support a government policy that calls for a scaled training fee structure 
depending upon the results of a review (evaluating the quality of Internet 
correspondence training institutes and the appropriateness of their contents), 
related regulations were revised.   
 
■ Introduction of e-Learning into the Workers’ Tuition Support System  
In order to promote the free development of workers’ competency 
(including temporary workers), the provisions of the workers’ tuition 
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support system were revised so that workers can now receive tuition support 
for e-Learning courses as well as for off-line training courses.  
 
■ Research on Introduction of an e-Learning Consortium for Small- And 
Medium-Sized Enterprises  
In order to increase educational training opportunities and promote competency 
development for workers in small- and medium-sized enterprises that are 
relatively disadvantaged in accessing educational training offered through e-
Learning, the possibility of introducing an e-Learning consortium was 
investigated. An e-Learning consortium is expected to be introduced in 2006.  
E-Learning has become widespread in 2004. By 2008, a new plan to 
make further improvements will begin after the five goals and ten major 
initiatives pertaining to e-Learning are successfully completed. These plans 
follow the central goal of cultivating skilled manpower that are creative and 
possess the motivation to acquire knowledge and skills independently. 
Ultimately, the Korean government hopes to improve the overall learning 
experience and create an education welfare state that offers students a better 
education with a wider selection of courses to strengthen national 
competitiveness and improve the quality of life.  
 
 
INFRASTRUCTURE FOR E-LEARNING  
 
e-Learning Infrastructure for Primary and Secondary Schools  
Based on the figures available, Korea devoted 3% of expenditure on 
education to e-Learning in 2002, 7% in 2003, and is forecast to reach 11% in 
2004. It is expected to increase to 15% in 2005, showing an upward trend. In 
order to fulfill the educational mandate that calls for a drop in the amount of 
money spent on private education and the strengthening of the public 
education system, various measures are being pursued, including offering 
college entrance exam classes on EBS, a cyber home schooling system, and 
the reorganization of Edu-net.  
These efforts, in turn, build on the efforts of the second phase of the 
‘Comprehensive Development Plan on Education Informatization’, proposed 
in 2001, which called for the increased use of ICT in elementary and middle-
school education.  
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This kind of trend is evident not only in the field of public education, but 
also in the field of private education, centered on the use of e-Learning for 
mathematical proficiency tests. Recently, this trend has expanded to include 
elementary and middle school students. In the field of elementary and middle 
school education, the construction of a physical infrastructure for e-Learning 
was finished at the beginning of December 2000. At present (2004), more 
than 70.7% of schools possessed a world-class information communication 
infrastructure that included a ratio of 1 personal computer to 5.8 students and 
computers with communication speeds of more than 2Mbps. 64.1% of the 
total population (28.61 million people) were also found to be using the 
Internet.  
With training programs every year on the use of ICT for 30% of school 
faculty and a nation-wide sharing of 300,000 articles of educational 
information, a solid foundation for ICT usage within elementary and middle 
school education is in place.  
 
<Figure 7-3> PC Availability for Elementary·Secondary School Students 
 
 Source: Korea Education & Research Information Service, White Paper on Educational Informatization, 2004. 
Number of Elementary School per 1PC by Year : 1991-2004 
Number of Middle School Students per 1PC by Year : 1991-2004 
Number of High School Students per 1PC by Year : 1991-2004 
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Cylearn for Vocational Schools  
On another note, vocational education requires a large investment in human 
resources. It is therefore necessary to provide more administrative support 
and government funding for vocational education than for regular education. 
To address the needs of vocational education, the Comprehensive 
Information System for Teaching-Learning (Cylearn) was test launched in 
2003 for vocational high schools and two-year colleges. Teaching-learning 
materials published in the job and training sector are shared with Cylearn 
(http://cylearn.re.kr) through links, and are made available to classrooms 
through the National Teaching-Learning Center, which is also linked to 
Cylearn. Cylearn is an important program and should be continuously 
supported by the government.  
 
Education Network for Universities  
Even though education network, devoted to promoting the informatization of 
universities, constructed and operated its own Backbone Network from 1983-
2000, for two years from 2001 to 2002, it relied on an outside company to 
provide the same service to its member organizations. From 2003, with an 
increasing desire for greater transparency in the bidding process and 
maximum benefits at a minimal cost, the selection of companies for provision 
of both national and commercial networks was conducted through a 
competitive public bidding process. As a result, the research activities of 
Korean universities and the exchange of information are now supported by a 
high-speed Internet service provided by education network. Support to 
institutions, including universities, to enable easy access to educational and 
academic research information, both inside and outside Korea, has been 
provided by the Ministry of Education since 1983. 
 
<Table 7-2> Current Use of Education Network  
Source: Korea Education & Research Information Service, White Paper on Educational Informatization, 2004. 
Category 2003 2004 Notes 
Member (Institute) 350 350 - 
User Institute 291 284 Decrease of 7 Institutes 
Subscription Rate (%) 83.1 81.1 2% decrease 
Amount used (Gbps) 7.5 13.2 5.7 Gbps increase 
Share of Institutes with 2Mbps (%) 16.5 8.1 8.4% decrease 
Share of Institutes with more than 5Mbps (%) 83.5 91.9 8.4% increase 
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Work-net for Training  
The Work-net service is operated by the Korea Employment Information 
Center to provide information related to employment and job training. 
Work-Net is the workhorse in providing the people of Korea with the latest 
in employment-related information, and it meets the goals of the Korea 
Employment Information Center to provide people with hope for the future 
while providing companies with talented human resources. Work-Net links 
the Center with more than 4,000 institutions and organizations throughout 
Korea, including the Human Resources Bank, the HRD Service of Korea’s 
Employment Stimulus Center, and city and county government offices. 
Work-Net is highly utilized by the University Employment Information 
Center and other employment-related and education/training organizations. 
Work-Net provides these and other organizations with a vast variety of 
relevant information, including that related to job opportunities, talent 
search, employment news bulletins, printed media advertisements, civil 
servant positions, psychological analysis, job counseling, job prospects, 
qualifications and course information, training schools, policies on 
unemployment, and employment insurance.  
 
 
FURTHERING EDUCATION THROUGH E-LEARNING 
 
Cyber Home Learning Services for Primary and Secondary Schools  
The ‘Cyber Home Learning System’ is an organic system of learning 
resources, human resources, and environmental resources that supports 
independent study over the Internet that matches the learning level of each 
student. Cyber home learning allows students to receive personalized help 
in cyber space from teachers and allows students to choose the method and 
time of learning at home via the Internet.  
To efficiently and effectively promote cyber home learning, the Ministry 
of Education and Human Resources Development, metropolitan and 
provincial offices of education, Korea Education & Research Information 
Service (KERIS), Korea Institute of Curriculum and Evaluation (KICE) and 
other related institutions have built an inter-regional cooperation system and 
formed the Cyber Home Learning Operating Committee to designate 
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responsibilities for each institution.  
In order to effectively build the Cyber Home Learning System, the most 
well prepared metropolitan and provincial offices of education were selected 
and pilot programs were gradually put into operation at the offices of 
education beginning in September 2004. The basic direction of the system has 
been set and it will go into full service in March 2005.  
Cyber home learning was re-launched as the National Teaching-Learning 
Center·EDUNET by EDUNET on September 14, 2004. The offices of 
education in Daegu, Gwangju, and Gyeongsangbuk-do were selected as the 
site of the pilot program that began in September 2004. The cyber home 
learning websites of each office of education are Daegu e-Study (http://e-
study.dgedu.net), Gwangju cyber home learning (http://www.gedu.net/ gedu), 
and Gyeongsangbuk-do Cyber School (http://www.gyo6.net/index.html).  
The service is very popular among students in these three school districts. 
Since the program began, the average number of students accessing each 
website for study is 2,996 and 3,992 questions and responses were tallied on 
the websites. Cyber home learning has an independent study course where 
students access independent study content and a cyber classroom where 
students are divided into classrooms according to their grade level and 
taught by a cyber tutor. Currently, there are a total of 240 cyber classrooms 
operated by the three offices of education.   As a future initiative, 13 more 
offices of education will be added to the system in addition to the three that 
are already participating as of March 2005. Support for the National 
Teaching-Learning Center’s cyber home learning program will continue in 
the future.  
   
Cyber Universities for Higher Education  
The establishment of cyber universities was specifically mentioned by the 
Advisory Committee for Education Reform for the President of the 
Republic of Korea. A total of 17 accredited cyber universities have been 
established since 2001. In 2001, the first year of issuing cyber-university 
permits, nine cyber universities were established. Six cyber universities 
were founded in 2002, while only one cyber university was founded in each 
of the years 2003 and 2004.  
In 2001, a total of 6,220 students were enrolled in cyber universities, 
which increased to 16,700 in 2002 and 26,000 in 2003. In 2004, enrollment 
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dropped to 22,600. Among the students enrolled in 2004, 20,500 students 
were enrolled in bachelor’s programs and 2,100 students were enrolled in 
two-year college programs. Every year, more cyber universities have been 
established and the number of students enrolled in these universities has 
increased substantially. However, the number of institutions applying for 
cyber-university permits is declining.  
Cyber universities rely on advanced ICT to provide working adults and 
underprivileged people with various quality education services at a low cost. 
These universities offer convenient access to people who wish to receive a 
higher education and contribute to lifelong education opportunities. 
However, due to ignorance and widespread institutional barriers, cyber 
universities have not been fully accepted by society.  
To address this problem, the current situation of cyber universities needs 
to be reviewed in order to decide whether they should be recognized as 
universities under the Higher Education Act or remain as institutions as 
defined in the Lifelong Education Act. Second, the autonomous operation of 
each cyber university administration must be strengthened. Third, social 
bias against graduates of cyber universities must be eradicated and current 
education-related regulations and laws must be amended to create policies 
that offer substantial assistance to cyber universities. Fourth, the quality of 
education offered at cyber universities must be improved to allow them to 
compete with regular universities. This will let cyber universities carve out a 
niche in the field of higher education.  
 
 
E-LEARNING FOR WORKFORCE DEVELOPMENT 
 
Expansion of Corporate e-Learning  
In Korea, the development of e-Learning is mainly centered around educational 
training within corporations. Accordingly, e-Learning, which is related to job 
training, tends to focus mainly on corporate educational training.   
With the amount of money that 1,000 Korean companies invested in 
employee education approaching the vast sum of 2.3 hundred million 
dollars in 1999, corporations are naturally looking for ways to lower their 
educational expenses and raise the effectiveness of their educational training 
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programs. E-Learning has emerged as one of the solutions to their problem. 
Of course, although off-line education based on traditional methods is 
expected to remain the main form of education, the demand for corporate 
education using e-Learning is expected to steadily increase. 
  
<Table 7-3> Size of Korea’s Corporate e-Learning Market  
(Unit: one hundred thousand dollars, %)  
Category 2001 2002 2003 2004 2005 
Total Corporate Education Mkt. 25,323 27,095 28,992 31,021 33,193 
Corporate e-Learning Market 3,494 5,771 7,973 9,958 11,651 
Percentage 13.8 21.3 27.5 32.1 35.1 
Source: Korea Employment Information Center, unpublished data, 2005. 
 
Growth in the Size of Corporate e-Learning  
The growth levels of corporate e-Learning, including the size and share of 
corporate education training devoted to corporate e-Learning, are as follows. 
The basic data is drawn from the statistical information provided by the 
Ministry of Labor and the Korea Employment Information Center. At 
present, corporate educational training is heavily dependent on the 
Employment Insurance Fund. E-Learning is no exception. Accordingly, we 
can get a better sense of the present condition of e-Learning as well its rate 
of growth by examining the record of support provided by the Ministry of 
Labor for vocational development and training. First of all, when we look at 
the size, percentage, and participation rate of e-Learning within corporations, 
we can see its rapid growth and expansion. From the time that the Ministry 
of Labor’s Internet correspondence training system was put into place from 
1999 to the present, the number of corporations and workers, who have 
taken part in Internet correspondence training, has rapidly increased. The 
number of institutes designated as Internet correspondence training 
institutes has also rapidly increased from 7 in 1998 to 16 in 1999, 51 in 
2000, and 110 in 2001. In other words, from 1999 to 2001, the number of 
institutes that were approved as designated Internet correspondence training 
institutes increased approximately 6.9 times. This figure, which rapidly 
increased until 2001, decreased for the first time in that year. This decrease 
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can be attributed to the fact that a quality control system, in terms of 
approving and designating the institutes, began to be put into effect, with the 
full servicing and maintenance of Internet correspondence systems, in 2002. 
The trend of continuous growth appears to have stalled with the 
introduction of various regulations for Internet correspondence training-
designated institutes, including an evaluation system for Internet contents. 
Nonetheless, at the present time (2004), the number of institutes using 
Internet correspondence training remains high, at 109. Moreover, the 
number of people taking part in Internet correspondence training shows a 
continuously increasing trend despite the decrease in the number of 
participating institutes. In 2004, the number of participants in Internet 
correspondence training programs doubled from 2001, when the number of 
participants had also shown a rapid increase.  
 
Growing Support for Corporate e-Learning  
As we can see in <Table 7-4>, the number of workers who participated in 
Internet training supported by the Ministry of Labor increased approximately 
40.9 times from 19,653 trainees in 1999 to 804,241 trainees in 2004. Looking 
at the proportion of Internet correspondence training to total training (off-line, 
on-the-job, and correspondence training) supported by the Ministry of Labor 
in terms of the percentage of trainees, we see a similarly high growth rate. In 
contrast to only 2.5% of the total number of trainees who participated in 
Internet correspondence training in 1999, the figure was 41.4% in 2004, or 
more than one third of the total number of trainees.  
 
<Table 7-4> The Number of Corporations and Trainees Participating in e-Learning 






Total number of 
Trainees (B) 
(A/B)×100
1999  16 19,653 781,408  2.5 
2000  51 137,712 1,220,334 11.3 
2001 110 406,159 1,555,402 26.1 
2002  93 571,006 1,687,825 33.8 
2003 105 523,577 1,532,993 34.2 
2004 109 804,241 1,943,475 41.4 
Source: Korea Employment Information Center, unpublished data, 2005. 
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The same can be said for the amount of funds used to support the job 
development and training of current workers. While funds for off-line 
training increased 2.1 times between 1999 and 2000, 1.2 times between 
2000 and 2001, and 0.9 times between 2001 and 2002, the funds for Internet 
correspondence training showed relatively high rates of growth, increasing 
7.1 times, 2.0 times, and 1.2 times during the same periods.  
The share of total training taken up by off-line training showed a 
continuous decrease each year compared to the rapid growth of Internet 
correspondence training. Internet correspondence training, which used to 
receive 2.8% of the total support funds in 1999, received 29.5% of the 
total funds in 2004. When we look at the actual amount of money received, 
using 2002 as the base year, Internet correspondence training received 
approximately 56.6 billion won of the total budget of 191.9 billion won.  
 
<Table 7-5> Trends in Changes in Training Fee Support by Year  
(Unit: %) 
Category 1999 2000 2001 2002 2003 2004 
Number of 
Trainees 95.5 86.1 76.7 69.6 54.6 47.4 
Off-line Training 
Amount of 
Support Funds 96.4 89.6 83.2 78.8 75.5 70.4 
Number of 
Trainees 0.3 0.7 0.1 0.1 0.1 0.1 On-the-job 
Training Amount of 
Support Funds 0.8 0.8 0.2 1.1 0.1 0.1 
Number of 
Trainees 4.2 13.2 23.2 30.3 45.3 52.5 Communication 
Training Amount of 
Support Funds 2.8 9.6 16.6 20.1 24.4 29.5 
Number of 




Support Funds 100.0 100.0 100.0 100.0 100.0 100.0 
Source: Korea Employment Information Center, unpublished data, 2005. 
 
Major Issues in e-Learning  
As we have so far seen, ‘Internet correspondence training’ has had a 
positive influence in promoting the growth of e-Learning within 
corporations. This development can also be evaluated as an important result 
of the Internet correspondence training policy. However, despite the notable 
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success in promoting corporate e-Learning, there are still problems within 
the existing Internet correspondence training system that have to be 
addressed. These problems within corporate e-Learning, however, cannot be 
said to originate in the Internet correspondence training system itself. Rather, 
the problems seem to lie in the fact that no systematic and varied efforts 
have been made to overcome and compensate for some of the present 
limitations in corporate e-Learning.   
 
Lack of Diversity in e-Learning Contents   
Two of the biggest issues related to corporate e-Learning are its uniformity 
and fairness and availability of opportunities for educational training. In 
particular, because the uniformity of e-Learning is closely linked to its level 
of quality and effectiveness, these problems can be said to be magnified. 
More specifically, the problems arise from the fact that many of the Internet 
correspondence training courses prepared for corporate educational training 
are uniform in terms of their fields of knowledge, types of training, target 
users, levels, and development methods. Not only are the same courses 
being developed and taught so that they overlap, they also tend to be either 
too theory-oriented or concentrated in only certain easy fields.   
Development methods also tend to be uniform, unable to fulfill the 
diverse and specialized needs of corporations. In 2002, 84.6% of the total 
contents were devoted to developing HTML, ignoring the use of diverse 
teaching methods such as games and simulations. Even though many teaching 
methods need to be considered and applied depending on the nature, target 
audience, and level of the Internet correspondence training materials, much of 
the training was developed in a uniform manner, taking on the form of 
providing information in a one-way direction.  
 
Unequal Opportunity to Participate in e-Learning 
Second, there are also problems in terms of fairness and balance in 
educational training opportunities. Currently, the main beneficiaries of 
Internet correspondence training systems tend to be the office administrative 
staff of large corporations. In 2000, when corporations administered their 
own training programs, it was found that all the courses, with the exception 
of one, were being targeted at workers in large corporations. Moreover, 
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when we examine the share of total Internet correspondence training by 
corporations with more than 300 workers year-by-year, we can see an 
increasing trend with 87.8% in 2002, 96% in 2003, and 93.8% in 2004. In 
contrast, the share of total Internet correspondence training by corporations 
with less than 150 workers was less than 2.9% in 2004.  
<Table 7-6> shows the phenomenon of ‘the rich getting richer and the 
poor getting poorer’ from previous corporate educational training, being not 
only reproduced, but in fact becoming worse (the rate of participation in off-
line educational training by large corporations with more than 300 workers 
was 76.4% compared to 23.6% for companies with less than 150 workers). 
Internet correspondence training has been viewed as an alternative 
educational training system for the marginalized class. However, just as 
workers in assembly lines and in small and medium companies were 
previously denied equal opportunity to off-line training, they are now being 
similarly denied equal opportunity to Internet correspondence training. 
   
<Table 7-6> e-Learning according to the Size of the Corporation (as of 2004)  




Less than 50 
Workers 
50 Workers to 
Less than 150 
Workers 
150 Workers to 
Less than 300 
Workers 































The Korean government is currently pursuing e-Learning policies that 
envision lifelong learning within a knowledge-based society. The 
significance of e-Learning lies in the fact that it can serve as a tool of 
change to innovate public education in the field of elementary and middle-
school education, strengthen the competitiveness of university education 
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within the field of higher education, and provide everyday education as part 
of vocational and lifelong learning.  
 
Forging Partnership 
The main tasks that lie ahead of Korea in pursuing e-Learning as the main 
force behind educational reform and development of the nation’s human 
resources include, first of all, the participation and networking of diverse 
subjects involved in e-Learning, and the encouragement of cooperative 
relations. Until now, e-Learning has been pursued in a fragmented manner 
that included ICT education within the field of elementary and middle school 
education, e-Campus within higher education, cyber universities within 
lifelong learning, and Internet correspondence training within corporations. 
The efforts also tended to be divided between those of industry pursuing 
market dynamism through technology development, standardization, and 
stimulating demand and those of the educational field pursuing measures 
including the establishment of educational models and effectiveness 
measurement. In terms of developing the nation’s human resources, there 
needs to be a more concerted effort in coordinating the activities of various 
industrial and legal bodies (i.e., the Ministry of Education and Human 
Resources Development’s Informatization Promotion Law, the Ministry of 
Labor’s corporate e-Learning Mid-Period Development Plan, the Ministry of 
Commerce, Industry, and Energy’s e-Learning Industry Development Law, 
and the Ministry of Information and Communication’s Digital Contents and 
Industry Cultivation Plan). In addition, a synergy effect needs to be created  
through an efficient division of labor that defines the core roles and functions 
of each ministry.  
 
Demand-driven Institutional Changes 
Much more effort needs to be expended to developing an institutional base so 
that the investment and efforts of each field in e- Learning result in maximum 
return. Even though the e-Learning market has a high growth potential, the 
overall level of social use remains low. Institutional measures that take into 
consideration the needs of users are especially weak. Accordingly, in addition 
to full reform of the legal system related to educational informatization and e-
Learning, which currently number more than 31, a nation-wide infrastructure 
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needs to be developed through which intellectual resources related to e-
Learning can be shared. Finally, there needs to be a quality control system for 
the contents and the overall service in order to increase the level of user 
satisfaction and, by extension, the overall usage of e-Learning. In creating a 
self-sufficient e-Learning base, these measures are also significant in bringing 
about maximum benefit with the minimal government involvement.   
 
Contribution to Education Welfare 
These measures also contribute to social cohesion through embracing the 
marginalized class who are often neglected when it comes to educational 
training. Marginalized people are not limited to economically 
underprivileged people. It also includes people with geographical and 
physical disabilities (i.e., people who live in the remote corners of the 
country and people with physical disabilities), teenage drop-outs from 
school, and prisoners. It is only when we embrace a broad definition of 
‘marginalized class’ that we can fulfill the fundamental mandate of e-
Learning, which is to secure the right to learn and to increase the nation’s 
economic power. Similarly, the ultimate meaning of on-line classes for the 
college entrance exam lessons provided by EBS and supported by the 
Ministry of Education and Human Resources Development lies in the fact 
that they help to actualize the national mandate of education welfare.  
 
Creation and Sharing of Knowledge through e-Learning 
Korea is accumulating substantial e-Learning know-how. Korea is 
internationally recognized for its successful education informatization 
including the development of a sound e-Learning infrastructure and 
environment, the mature capacity to use ICT as a tool, the provisioning of a 
network for the circulation and sharing of knowledge, and on- and off-line 
Blended Learning. In order to systematically share and disseminate the 
knowledge globally, there needs to be both more cooperative networks with 
foreign countries and the active support of Korea’s e-Learning industry and its 
penetration into foreign markets. These measures are significant in that they 
are a way for Korea to contribute to international society as a hub of global 
educational innovation and, at the same time, a way for us to globalize our 
own knowledge resources and culture.  
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E-Learning is attracting interest not simply as a tool for innovating the 
education system and developing human resources, but also in promoting 
social cohesion, actualizing education welfare, and in encouraging 
international cooperation. Through spreading a culture of social community 
that promotes the creation and sharing of knowledge into all areas of society, 
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OWADAYS WE ARE LIVING IN a highly networked society, owing 
to the rapid development of information and communication 
technology. In this society, education, training and learning are 
also delivered through communication networks and this helps society 
evolve continually to a higher level of sophistication.  
In other words, our society is being transformed into a kind of holistic 
learning society based on a worldwide learning network. We define a 
holistic learning society as: ‘A society where all individuals and 
organizations become more and more learning-oriented to develop into a 
highly value added advanced economy’. In a holistic learning society, 
individuals and organizations are interconnected horizontally within a social 
learning network and, vertically, all members of the society are provided 
with opportunities for lifelong learning. 
This society is characterized by lifelong learning for individuals, 
learning organizations, and learning networks between individuals and 
organizations. Moreover, in this society, learning capacity increases 
substantially and it is possible to alternate smoothly between learning and 
working and to carry out both functions simultaneously. In other words, a 
holistic learning society refers to a form of society where the connections 
between individuals, organizations and a society are integrally reformulated 
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by learning acting as a linking pin. In this context, the concept of a holistic 
learning society can be considered to imply a society where learning is 
much more active and far reaching than that of a lifelong learning society, 
which is centered only on individual life cycles.  
Today, in the 21st century, which has low employment opportunities 
and requires high levels of knowledge and skills, there are several important 
reasons to build a holistic learning society.  
First of all, it can be a framework for job sharing, which can lead to an 
increase in production capacity. Expansion of learning activities in a 
company can help maintain or even expand jobs.
1)
 By cross-linking human 
resources with the learning cycle and the work cycle, more employment 
opportunities can be provided to more people and unemployment can be 
reduced.  
It is also possible to lay a firm foundation for a knowledge-based society 
by fostering learning and education as a new industry, which would 
promote a virtuous cycle in society as a whole, leading to expansion in 
aggregate demand.  
Furthermore, learning systemization in the workplace is beneficial to 
both labor and companies, as it enhances competitiveness and forms the 
basis for knowledge-intensive goods.  
Moreover, the actualization of a holistic learning society will be the 
basis on which employees and employers can coexist harmoniously; it will 
also correspond to the human capital-oriented business philosophy and 
work paradigm of the 21st century. 
A holistic learning society is a lifelong learning society in a continuous 
evolving form, and the two concepts are not mutually exclusive. Though a 
holistic learning society shares most of the important characteristics of a 
lifelong learning society, it is also a conceptual tool used to highlight certain 
critical elements that the concept of a lifelong learning society fails to 
capture properly.  
                                            
1) The lifelong learning team system at Yuhan Kimberly Inc., one of the leading companies in Korea, 
based on 4 teams and 2 shifts is a good example. The company was able to enhance labor 
productivity, its competitiveness, and also maintain, and even expand, employment opportunities. 
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THE FOUNDATIONS OF A HOLISTIC LEARNING SOCIETY 
 
The Nature of a Holistic Learning Society  
A holistic learning society is a society where a lifelong learning system for 
all is constructed. In a holistic learning society, learning is regarded as a 
basic social right, and learning opportunities are provided to all members of 
society throughout various stages of life.  
Whereas the main goal of the traditional education and training system 
was to become proficient in certain skills or acquire knowledge about 
fact, education and learning in a holistic learning society is focused on 
knowledge in know-how and on learning how to learn.  
Also, a holistic learning society gives rise to new learning subjects. In this 
society, it is not just the individual members of the society but also 
organizations and the society itself that become learning subjects. Members of 
the society play multiple roles simultaneously or sequentially as a learner, 
supporter, and promoter of learning.  
Furthermore, organizations are re-organized into learning units and their 
performance becomes dependent on learning results. Here, the term 
‘organization’ is used in its broadest sense, and therefore includes companies, 
non-profit organizations, government, local government, and non-government 
organizations.  
In today’s knowledge-based society, the ability to select, acquire and 
utilize significant information and knowledge from flood of data is 
becoming increasingly important.  
Futurologists project that the total volume of knowledge available will 
double every 73 days by 2020 and, by 2050, only 1% of the total knowledge 
which we have today will be useful at that time. In a holistic learning 
society, sorting through and acquiring critical information, and making a 
practical use of the knowledge acquired will increase in importance as the 
mass of information increases.  
A ubiquitous learning environment is an essential infrastructure in a 
holistic learning society. The rapid development of ICT has overcome the 
restriction of time, space and delivery mechanisms to create conditions for 
universal access to learning, in which the desired learning content can be 
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easily accessed anywhere, anytime, and through any media.  
Various types of learning networks are constructed to cultivate a holistic 
learning society. In the holistic learning society, therefore, there will an 
explosive growth in integrated learning networks in which knowledge and 
information flow mutually between individuals, individuals and organizations, 
and between organizations, to be acquired, shared and disseminated.  
A knowledge management system (KMS) in the center of any learning 
network. When a holistic information and knowledge management system 
becomes generalized, it will make possible to collect, process, create, 
interpret, link, share, accumulate and service information and knowledge, 
and will function as information infrastructure to support learning.  
In a holistic learning society, opportunities for lifelong learning are 
guaranteed institutionally through various methods for all members of 
society, and various organizations, including corporations, are transformed 
into learning organizations, in which such human capital as knowledge and 
technological skills constitute the competitiveness of organizations. Also, a 
holistic learning society is a network society where all members of society – 
individuals, organizations, organizations, public sector, and private sector – 
are organically linked by the medium of learning.  
 
A New Learning Paradigm  
In a holistic learning society, education and learning takes a different 
appearance and structure from that of a conventional society. Above all, as 
technology innovation accelerates and the importance of human resources 
development increases, the demand for learning grows and the demand 
structure for learning undergoes rapid changes.  
Crucial to holistic learning society is for individuals to expand their 
learning capability, so that they can continuously master new knowledge 
and skills beyond the learning undertaken to acquire knowledge and skills 
under traditional education.  
Also, since education provided by schools and individual lifelong 
learning is universalized, it becomes an important national task to build a 
lifelong learning system, in which the knowledge and skills needed at 
different levels of one’s life can be acquired in a timely manner. In order for 
this to happen, however, learning needs to take hold as a kind of basic social 
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right. If this is achieved, then individuals will be guaranteed of opportunities 
for various learning activities to effectively lead a working life and improve 
the quality of life even after the completion of formal education, and this 
will be made possible by learning infrastructure.   
Also, the system of certifying the outcomes of learning will undergo a 
fundamental change in such a learning society. Such rigid educational 
system-oriented certifications as diplomas prevailed in the past, but the 
competency-oriented certifications are emphasized in the new paradigm. 
Hence, apart from recognition given to formal education and training, there 
will be means to certify and recognize various types of informal education 
and training, and work experiences under a lifelong learning system.  
In this new learning paradigm, more emphasis will be on on-the-job 
learning, rather than the institutional education and training offered in the 
past. Also in contrast with the past, learning is converted into a continuous 
and recurrent lifelong learning. In the past, the educational methods were 
largely oriented toward educational institutions and teachers, but, in the new 
paradigm, the emphasis is on self-directed learning and the learner-oriented 
methods gradually emerge as the dominant trend.   
A holistic learning society is characterized by organic interactions between 
learning at an individual level, learning among groups and organizational 
learning in an organization as a whole. Similarly, the convergence and 
combination of formal and informal learning also tend to deepen.  
On one hand, in a holistic learning society, the economic value of 
knowledge and information increases further as knowledge and information 
become the key source of value creation. On the other hand, the 
characteristic of knowledge and information as a public good will grow 
stronger. As a result, both economic and non-economic aspects will be 
actively integrated into the objectives of education and learning.  
 
 
TRANSITION TO THE LIFELONG LEARNING SOCIETY 
 
Efforts at Building Lifelong Learning System for Individuals 
The development of lifelong learning in Korea is promoted through the 
lifelong education system of the Ministry of Education & Human Resources 
Development (MOE & HRD), and the vocational competency development 
164  New Paradigm of Human Resources Development 
programs of the Ministry of Labor (MOLAB). The lifelong education system 
of the MOE & HRD is focused on recognition of credits and educational 
qualifications, while the MOLAB’s vocational competency development 
programs are concerned with training for adult workers, training to support 
employment transitions, training for the unemployed and training for 
underprivileged groups.   
The main lifelong education programs run by the MOE & HRD include 
credit bank system, lifelong education centers, broadcast and 
correspondence universities, and distance learning universities. Apart from 
formal courses offered by colleges, the credit bank system also recognizes 
the courses completed at approved academic institutions and the credits 
earned can be used in transferring between colleges or earning collegial 
degrees. Recently, the nationally recognized private qualifications are also 
beginning to be acknowledged as credits through the credit bank system. So 
this system is contributing to the growth of non-formal education in Korea.  
Lifelong education centers are not regular education institutions as such, 
but, rather, they are educational institutions entitled to give recognition for 
the completion of their approved courses. They provide opportunities for 
lifelong learning to young people and adults who, for whatever reason, have 
been deprived of the chance to complete their education.  
The broadcast and correspondence university is an educational 
institution that offers degree programs to those seeking education by taking 
advantage of ICT through broadcasting and the Internet. Along with the 
broadcast and correspondence university and high schools, there are 15 
bachelor’s degree programs and 2 junior college diplomas offered by 
distance learning universities. 
In addition, every year the MOE & HRD holds a lifelong learning festival 
to facilitate the transition to a lifelong learning society and the ministry is 
expanding its program to create lifelong learning cities. Also, it is developing 
programs to provide lifelong learning opportunities to the underprivileged 
groups, such as senior citizens and less educated adults.  
As of 2004 there were 39 lifelong learning centers at secondary education 
level with 27,000 students; 39 broadcasting & communication high schools 
with 13,000 students; 17 distance learning universities with 20,000 
participants, 1 in-house college with 100 students, 1 technical college with 
200 students, and 24 polytechnic colleges with 18,000 students. In addition, 
the broadcast and correspondence university is estimated to have around 
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200,000 students, while there are around 65,000 participants in the credit bank 
system and a further 43,000 taking part in the self-study degree system. There 
are also another 343 lifelong learning centers attached to the universities of 
higher education, an estimate of 66,000 private academies, and other various 
cultural centers. While there are an enormously large number of potential 
recipients of lifelong education: the employed (21 million), the unemployed 
(78,000), illiterate persons (2 million) and the aged (3.39 million), the actual 
beneficiaries of lifelong education are extremely small in number. The MOE 
& HRD’s year 2004 budget for lifelong education accounted for only 0.04 % 
of the total education budget, or 9.9 billion won of 22,0307 billon won.  
The Ministry of Labor deals with workers’ vocational competency 
development policy and the related projects in Korea. The Vocational 
Training Promotion Act enacted in 1999 provided the impetus for the 
expansion of adult lifelong education. The legislation was significant in that it 
shifted the focus of the state-led vocational training policy from formation of 
skilled manpower to a more flexible private sector-driven training policy for 
all workers, including the employed, the unemployed and undereducated 
youth.  However, its effectiveness was continuously questioned, so the 
legislation was eventually revised and renamed as ‘Workers’ Vocational 
Competency Development Act’ in December 2004.  
The main purposes of the Act, which came into effect in July 2005, are as 
follows: first, with the advent of a knowledge-based economy and a lifelong 
learning society, it aims to proactively meet industry manpower needs by 
supporting various vocational competency development projects, including 
employers’ vocational competency development training initiatives and 
workers’ efforts in self-initiated vocational competency development; second, it 
is aimed at promoting employment stability among workers in the 
disadvantaged groups through reinforced support for vocational competency 
development for daily workers, part-time workers, temporary workers and 
workers in small and medium enterprises (SMEs).  
The revised Workers’ Vocational Competency Development Act provides 
that the suggestions or comments by employer groups and labor groups are 
taken into account when the Ministry of Labor is formulating the national 
vocational competency development strategy, and that favorable treatment be 
given to workplace training under a joint agreement between employer and 
labor representatives and this aims to build a vocational competency 
development system, in which both labor and management participate. The 
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legislation also specifies that favorable treatment be given to those SMEs 
carrying out vocational competency development training for their employees.  
As shown in <Table 8-1>, the Ministry of Labor outlaid 742.6 billion 
won on vocational competency development programs for 1,973,000 
persons in 2003: a greater number of the employed (1,748 persons) 
participated in those programs, but the largest portion of the budget was 
spent on training for the unemployed. 
 
<Table 8-1> Expenditure on Vocational Competency Development (as of 2003)   
                                                (Unit: thousand persons, billion Korean won)  
Training Person Budget 
Total 1,973 742.6 
Training for the unemployed 152 289.8 
Training for the employed 1,725 255.4 
Training for technicians 38 234.4 
 
Lifelong Learning Company, a New Paradigm in Corporate Management 
There are many companies making keen efforts to build in-house lifelong 
learning systems. One most exemplary case is that of Yuhan Kimberley, which 
created a lifelong learning system of 4-team-2-shift system. Following the 
experience of management crisis and serious labor conflict in the early 90s, the 
company came to recognize the critical importance of human resources 
development and management founded on mutual understanding and trust 
between labor and management. Yuhan Kimberly developed a lifelong learning 
system based on an innovative work arrangement of 4 teams working in a 2-
shift system, and successfully transformed itself into an internationally 
competitive company.   
By operating lifelong learning system, Yuhan Kimberly is practicing 
and supporting lifelong learning to help workers turn themselves into 
knowledge workers. The model of lifelong learning teams covers all 
business units (except administrative support), and comprises of 4 teams, 
two of which work for 12 hours while the other two take a rest or receive 
education. Employees work during the night for 4 days, have 3 rest days, 
and 1 education day before working 4-day shifts and taking 4 rest days to 
complete a 16-day cycle. The company provides optional education during 
one day of the 8 days off with pay, and employees can choose between rest 
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and education for the remaining 3 days of education.  
This lifelong learning team model can be considered simply as a form of 
work sharing, but the key feature of Yuhan Kimberly’s model is that it has 
significantly expanded learning opportunity for all employees. Based on this 
lifelong learning model, the company is investing substantially in learning, as 
300-350 hours of Off-JT (Off-the-job training) on average per annum is 
achieved. And if include OJT (On-the-job training), the total number of 
education and training hours will exceed 500 hours per annum.  
 











<Figure 8-2> An Example of Work Schedule between Sept 13th and 30th, 2003 






Sep. 13 14 15 16 17 18 19 20 21 22 23 24 25 26 27 28 29 30 
Shift Sat Sun Mon Tue Wed Thu Fri Sat Sun Mon Tue Wed Thu Fri Sat Sun Mon Tue 
A     H H H H     T H H H   
B H H H T     H H H H     H H 
C     T H H H     H H H H   
D H H H H     H H H T     H H 
Work at night for 4 
days (12hours/day) 
Rest 3 days+1 day 
For education 
Work at day for 4 
days (12hours/day) 
Rest 4 days 
 a cycle of 16 days 
H 
T 
: work at day (07:00~19:00) 
: work at night (19:00~07:00) : training 
: off-duty 
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In-house lifelong learning programs are growing, as they prove to be 
beneficial for companies all-round. From a company’s perspective, such a 
system creates employment and promotes employment stability. Also, there 
is a noticeable improvement in labor productivity. Work processes are being 
enhanced by employees, who have turned into knowledge workers from 
participating in lifelong learning programs, and the wage level of individual 
workers is increasing. Above all, workers are able to achieve the balance 
between work and rest, and between workplace and family life. Improved 
corporate results are fed back into the employee welfare system, which has 
been improved to accommodate varying employee needs. The previously 
unstable labor-management relationship has been replaced with the most 
stable relationship with the build-up of trust.  
Furthermore, the general corporate performance has improved due to 
increased employee loyalty and commitment. Yuhan Kimberly has become 
the best performer among Kimberly Clark Group’s overseas joint ventures, 
and is now responsible for managing the Group’s other Asian businesses. A 
lifelong learning system has revolutionized the company and it is having a 
spillover effect on other companies and even society as a whole.  
The impact of a lifelong learning system is not limited to a corporate 
level. From a socioeconomic perspective, the shift-work system 
incorporated in the lifelong learning system is regarded as the most effective 
measure for job creation, which is one of the biggest challenges facing 
Korea. Also, lifelong learning is acting as a driving force of enhancing 
innovative competencies of the whole society by transforming passive 
workers into active knowledge workers. In this way, companies are able to 
serve and fulfill their social responsibility for generating jobs and growth.  
Building a lifelong learning system, as started by Yuhan Kimberly, is 
spreading fast as a new corporate paradigm to other companies. For instance, 
Kookmin Bank, POSCO, Korea Electric Power Corporation, KOTRA, 
Korea Agriculture & Rural Infrastructure Corporation and Hankook Tire are 
already actively participating in the movement to a new paradigm, and more 
recently small- and medium-sized companies like Pulmuone and even 
dental clinics are beginning to follow suit. Considerable success is being 
achieved in terms of employment and other measures of corporate performance 
even among the companies that have embraced the new corporate paradigm 
relatively late. The trend is that the new paradigm is spreading to the public 
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and civil service sectors, including police departments, public museums, 
and art galleries.  
The new corporate paradigm, which was quickened in a civic 
movement-like new paradigm forum, is now gradually expanding to society 
at large. In light of this, the government has established the ‘New Paradigm 
Center’ within the Korea Labor Institute, a government-funded research 
institute, and the ‘Presidential Commission on People-Centered Competitive 
Initiatives’ to support the expansion of the new paradigm. At the start of 
2005, a large number of prominent figures in society, sharing the same need 
to innovate the paradigm in corporate social responsibility, gathered 
together and expressed their commitment to promote the new paradigm by 
reaching a social compromise and all this was announced in a social pact, 
‘Recommendations for Hope Building 2005’.  
 
 
BUILDING A NATIONAL FRAMEWORK FOR  
LIFELONG LEARNING 
 
Lifelong Learning Cities and Learning Opportunities for Local Areas 
Under the MOE & HRD’s lifelong learning city selection & organization 
project initiated in 2001, 19 regions have been designated as lifelong 
learning cities as of 2004.  
The lifelong learning city organization project has slightly changed in aim 
every year. In 2002, the project focused on establishing the infrastructure for 
national human resources development and strengthening national 
competitiveness by expediting local human resources development. However, 
the focus shifted in 2003 to building holistic learning cities to improve the 
quality of life for individuals, enhance the competitiveness of the entire city, and 
to promote the construction of learning communities. In 2004, the project goal 
was to build the lifelong learning infrastructure necessary to construct local 
learning communities and expand the opportunities for lifelong learning. To 
sum up, strategies designed by the MOE & HRD for the creation of lifelong 
learning cities are being implemented in order to build the infrastructure for a 
learning support system capable of securing national competitiveness in the 
long-term.  
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As lifelong learning opportunities for local residents increase in lifelong 
learning cities, vocational education and training should constitute the core 
elements of lifelong learning programs in order for local residents to actively 
develop job skills and improve their employability. It is true that the learning 
content has tended to concentrate on culture and hobby related programs, and 
strayed away from the purpose of creating a true sense of learning cities. Now, 
we must reconsider the concept and the basic purpose of the lifelong learning 
city, in order for local autonomies to understand their industrial characteristics, 
employment conditions, and to assess the demand for learning. Furthermore, 
human, physical and financial resources need to be allocated in such way that 
construction of lifelong learning cities is in line with the improvement of 
welfare of residents in local communities. In addition, it is necessary to 
modify and reinforce the selection criteria and inspection methods of the 
lifelong learning city project, and redefine the strategy for the promotion of 
lifelong learning cities. 
The Japanese city of Kakegawashi used the term, ‘lifelong learning city’, for 
the first time in 1979, and approximately 150 local autonomies in Japan 
declared that they were becoming lifelong learning cities later on. OECD 
countries in Europe and North America use the term, ‘lifelong learning city’ or 
‘learning area’.  The U.K. has nearly 40 lifelong learning cities and another 26 
countries are estimated to have about 175 lifelong learning cities in total. The 
U.S., Canada, Germany, Finland and Australia have established learning cities 
relatively earlier than other countries. The Lifelong Education Law was enacted 
in 1999 in Korea to overlook education provided to local residents by 
government and local autonomies, setting up the legal foundation for local 
autonomies to be responsible for the development of education and learning 
within their respective communities.  
The lifelong learning city makes it relatively easy for anyone to have access 
to learning material. To provide easy access to learning resources, an urban 
spatial plan must be established first. Establishing a learning city is a political 
project, which is undertaken based on realistic aims and objectives, rather than 
with any standardized city in mind.  
Thus, the project promoter’s political ideals about the learning city and the 
local community’s needs and characteristics lead to completely different 
learning cities.  
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More Support Needed to Improve Lifelong Learning Participation 
The advancement of science and technology has brought about knowledge-
based society and changes in employment structure. As a result, the need for 
lifelong learning is escalating and the lifelong education paradigm also needs to 
evolve. The creation and termination of occupations and jobs have shortened 
considerably in the knowledge-based society due to advancement of knowledge 
and technology. In such a society, lifetime jobs decline and individuals are 
estimated to change jobs 5 times on average during their lifetime. This signals 
an end to lifetime jobs.  
Therefore, lifelong learning needs to evolve into a learning system capable 
of providing the prospect of lifelong employment by boosting employment 
probability or employability, or both. Lifelong learning participation and per 
capita income have a positive correlation of 0.664, meaning that the per capita 
income increases by US$322 for every 1% increase in participation in lifelong 
learning. Moreover, lifelong education determines the degree of participation in 
the labor market, which illustrates that the expansion of lifelong learning may 
positively result in an increase in per capita income, and in the maintenance of 
employability.  
Participation in lifelong learning is lower among the older age groups than 
the younger age groups (26.5% for those in their 20s, 17.5% for those in their 
40s, and 11.6% for those in their 50s). The low level of participation is 
attributed to the lack of awareness on the part of the government and people 
about the importance of investment in post-school education and training. The 
government’s lifelong learning budget is inadequate and the beneficiaries 
themselves have to pay for lifelong learning programs. Of the 26.38 trillion 
won budget of the MOE & HRD in 2004, approximately 0.025% was spent 
on lifelong learning and this is simply not sufficient to meet people’s lifelong 
learning needs.  
 
<Table 8-2> Lifelong Learning Budget in 2004  
(Unit: million Korean won)  
Government  
Budget 
MOE & HRD  
Budget 




118,132,329 26,384,088 11,058 780 
172  New Paradigm of Human Resources Development 
Despite differences between cities and regions, the lifelong learning city 
campaign is aimed at stimulating concerted action from various agencies and 
groups within a local area to promote a learning environment by utilizing 
diverse learning resources. Hence, an operational model is needed for 
effective organization and execution of the project.  
Under its lifelong learning city project plan, the MOE & HRD announces 
the principles of lifelong learning city organization every year, and 
emphasizes stronger linkage and cooperation between local autonomies (such 
as cities and districts), the local Office of Education, local universities, 
companies and lifelong learning centers within the lifelong learning city itself.  
 
Call for Better Policy Cooperation and Coordination  
The Korean government, realizing the significance of the knowledge-based 
society, is focusing its efforts on developing a national framework for 
lifelong learning, but there still remain some fundamental problems.  
First of all, there is no single government body responsible for the overall 
coordination of lifelong learning. Institutions and responsibilities for policies 
related to lifelong learning are scattered among various ministries and offices, 
while consultation and cooperation between those bodies is often inadequate 
and seldom fruitful. Unfortunately, the same can be said about the relationship 
between central and local governments. The Ministry of Labor is responsible 
for providing further training for the employed, training for the unemployed and 
the disadvantaged, etc., but its policies are not in coordination with the lifelong 
educational system run by the MOE & HRD. Likewise, there is also an absence 
of policy cooperation and coordination among the other ministries in charge of 
human resources development, which include the Ministry of Commerce, 
Industry and Energy, Ministry of Information and Communication, Ministry of 
Science & Technology, and the Ministry of Culture and Tourism.        
Building and maintaining a system capable of supporting lifelong 
learning at the local level is crucial in creating such an environment at the 
national level. But as general administration and educational administration 
offices within local authorities are not appropriately linked to each other, 
local lifelong education centers lack the resources to rise to the challenge by 
themselves.  
Meanwhile, the lifelong education policy directed by the MOE & HRD 
has not been able to satisfy public demand for vocational education and career 
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development. Its effectiveness has been undermined by the focus on 
scholarship and credit awards. Moreover, the quality management and 
evaluation systems of the lifelong education program are poor. Most of the 
lifelong education courses are conducted unsystematically and through the 
traditional lecture-centered model of instruction. Since the current system 
emphasizes the acquisition qualifications, no recognition is given to workers 
who undertake relevant lifelong learning experiences.   
In addition, despite the fact that the Ministry of Labor’s vocational skills 
program is expanding quantitatively, there still remain significant problems, 
such as uneven accessibility of training opportunities (by company size and 
employment type, etc.), the lack of participation in training by small and 
medium companies, and the inadequate support for self-directed skills 
development.  
As a result, the level of participation in lifelong learning is low in Korea 
compared with other advanced countries. Of the adults aged over 35 years old, 
2.87% are enrolled in reeducation institutions such as universities and this is 
one of the lowest ratios among OECD countries, but is higher than Japan with 
2.17% and Mexico with 2.78%.
3)
 The low level of participation is attributed 
to the lack of recognition among government ministries and the general public 
of the importance of investment in post-school education and training.  
 
 
REALIZING A HOLISTIC LEARNING SOCIETY:  
STRATEGIES AND ISSUES  
 
Developing Self-directed Learners and a Learning Culture  
To foster a holistic learning society, it is essential that individuals, 
corporations, public organizations, civil societies, and government 
acknowledge the advent of a knowledge-based society and recognize the 
importance of learning in the society. Furthermore, they should be 
encouraged to become more learning-oriented and, accordingly, participate 
actively in various learning activities.  
                                            
3) For reference, Austria is 21.0%, USA 15.4% and England 23.9%, which is 4-8 times higher than 
that of Korea. Meanwhile, according to the data of Statistical Service, the ratio of Korean adults’ 
life-long education participation decreases with age: 20s (26.5%), 40s (17.5%), 50s (11.6%) 
(National Statistical Office, 2000). 
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In addition, the values and actions of individuals and organizations should 
be geared toward the creation of a learning-centered culture. They should fully 
recognize that, by creating such society, it becomes possible to maximize the 
synergy effect of cooperating with one another on the collection, process, 
creation and distribution of knowledge and information, and that such 
cooperation serves both the public and personal interests.  
 
Expanding Social Learning Infrastructure  
Social learning infrastructure can be looked at in terms of technological, 
information and financial infrastructure. From the perspective of 
technological infrastructure, it is important that the rapid technological 
developments be integrated into learning infrastructure. Especially, such 
learning methods as e-Learning that use the state-of-the-art information and 
communication technology need to be developed and disseminated.    
In regard to informational infrastructure, a holistic learning information 
network should be constructed and utilized effectively. Individual learners 
and learning organizations should be able to acquire learning information at 
any time and anywhere, and access learning content for learning by 
establishing organic links between information on labor market, 
occupations, qualifications, and education and training.  
In terms of financial infrastructure, an elaborate financial support 
system should be built and maintained for individuals, corporations and 
other organizations to access and thereby prevent learners from being 
denied of learning opportunities due to their financial constraints.  
 
Building Active Learning and Cooperative Learning Network  
In the holistic learning society, individuals are no longer passive learners but 
active learning subjects, who set their own educational goals, design their own 
learning content, and practice self-directed learning. Moreover, there is growth 
in voluntary, interactive learning between members of society through learning 
clubs, for instance.
4)
  In order for members of society to undertake learning in a 
                                            
4) Northern European countries such as Sweden support and promote learning clubs, established 
according to various purposes and interests. In social terms, Sweden is a good example of a 
country helping members of society to become learners and to ultimately transform the whole of 
society into a learning society.  
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congruent manner, it is necessary to have systematic fostering of, and support 
for, leaders taking the initiative in learning.  
Also, in the networked society of complexity and uncertainty, the focus 
of learning should be shifted from the delivery of standardized knowledge 
to the nurturing of capabilities in creating knowledge, and in finding 
practical methods and applying knowledge to solve problems through 
creative and critical thinking.  
To do this, it is essential to build a close interface and cooperative 
network between industry and schools in the areas of educational courses, 
equipment and facility and human resources.  
 
Redefining Family, School and Workplace as Learning Organizations 
Today, learning constitutes a central aspect of the organizational processes 
and a key to the competitiveness of an organization. In the holistic learning 
society, organizations come to possess the basic elements as learning 
organizations.  
Families, schools, private corporations and organizations in the public 
sector should be reshaped as learning organizations that provide all their 
members with opportunities for life-long, life-wide and networked learning 
throughout their lives and at various stages of their lives.  
In the industrial society of the past, the family’s capacity to participate 
in learning was severely restricted, but, with the spread of computers and 
the Internet, it is emerging again as an important nodal point connecting to 
the world’s knowledge and information networks. Beyond being a unit of 
biological reproduction, the family is being reconstructed as a learning 
family, a strongpoint of work and learning.     
By comparison, schools’ position as an exclusive institute of learning 
has weakened and, instead, they are being transformed into new learning 
institutes that correspond to the holistic learning society. They are also 
being re-established as new learning organizations characterized by more 
creative, learner-directed, and organized learning methods, replacing the 
traditional cramming method.  
Corporations and organizations in the public sector are evolving from 
merely being a place of work to make a living into lifelong learning 
organizations in which work and learning are undertaken parallel to one 
another.  
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Creating Social Partnership  
Moving towards a holistic learning society requires the active participation 
and mutual cooperation of government and individuals, corporations and 
various other organizations. The government and society need to build the 
learning infrastructure that allows learning contents to be accessed easily by 
anyone, anywhere, at anytime and using any method to achieve learning 
objectives without excessive burden. Furthermore, a wide range of learning 
activities undertaken by individuals and organizations should be actively 
facilitated, while any obstacles that hinder the learning activities from taking 
place should be removed.  
Generally speaking, human resources development is a complex process 
of interaction between various actors. Sometimes, the interests of various 
stakeholders are compatible, but at other times, they might be in conflict with 
each other. And the complexity of HRD processes can raise issues of 
procedural legitimacy. So, HRD in a holistic learning society demands social 
dialogue and compromise between the partners involved.   
Social partnerships in HRD are becoming more important than ever. It 
is critical that the role of employees and their representative groups is 
expanded, especially considering that they have not been previously 
acknowledged as a partner despite being a major interest group in HRD.  
To become an effective partner, labor unions urgently need to improve their 
professional competencies in HRD. Furthermore, the HRD partnership 
bodies that have been institutionalized only as a formality should be 
revamped and turned into more practical organizations. 
 
Tasks ahead in Realizing a Holistic Learning Society 
The concept of a holistic learning society is built on foundation principles of 
availability, flexibility and inclusivity. Its strength derives from being able 
to embrace such new HRD trends including: networked learning; group 
learning and knowledge creation by numerous anonymous individuals via 
the cyberspace; the integration of learning place and workplace; and the 
emerging significance of learning in all parts of society. Nowadays, 
information and knowledge can be accessed and acquired without the 
normal constraints of time and place.  
Human resources development strategy in a holistic learning society 
encompasses the HRD strategies found in the traditional theory of learning 
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society while aims to design new forms of cultivating, allocating and utilizing 
human resources, which meet the challenges posed by changing socioeconomic 
structure and social values, and evolving technological innovation.  
To realize a holistic learning society, it is necessary to generate a learner 
mindset and a learning culture in society, and to pay attention to fostering 
atypical knowledge and problem-solving capabilities. And this requires social 
learning infrastructure, which will ensure an easy access to learning contents 
without spatial or time restrictions. Also, work and learning should be 
organically integrated, and it is essential that mechanisms be put into place so 
that work is connected to learning, and learning is connected to work. Other 
measures that would need to be taken include: maintenance of effective 
evaluation and recognition systems for different types of learning 
performance; provision of greater learning incentives; and construction of a 
learning support system, so that society can shoulder the financial burden of 
learning. The boundaries of lifelong learning need to go beyond its 
conventional framework, which was focused on liberal arts and leisure, so 
that the breadth and depth of lifelong learning can be expanded to vocational 
competency development in order to increase employability, enhance 
citizenship and support sustainable growth.  
The members of society need to be redefined as ‘learners’, while the 
different organizational units of families, schools and companies should be 
redefined as ‘learning organizations’ and society, as a ‘learning society’. And 
organic networks should be created to link all these social strata. To achieve 
this, it is critical to form human resources development partnerships between 
learners and learning organizations in society.  
At the governmental level, the organic relationship and cooperative 
system between the relevant ministries and their policies on lifelong learning 
– especially, the MOE & HRD’s lifelong education policy and the Ministry of 
Labor’s vocational competency development policy – should be deepened. 
Lifelong education in the past tended to focus on the credit earning system 
and the acquisition of advanced academic qualifications, but it needs to 
become more concerned with vocational competency development for all. 
Vocational competency development programs should be opened up further 
to allow more workers, youth, students and the aged to have opportunities for 
vocational development.  
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Moreover, the realization of a holistic learning society requires twice the 
efforts to expand social capital. Social capital refers to the ability of 
organizations to improve social efficiency by stimulating cooperative efforts 
bound in trust, shared norms or networks based on reciprocity. When the 
norms and values are shared between organizations and members of society 
and a high level of mutual trust is built between them, learning networks 
will undergo dramatic growth and the synergy effect will be maximized.  
When a holistic learning society is realized, the impact will be far-
reaching, as it will make possible a stable supply and utilization of 
knowledge workers, sustainable economic growth, cooperative labor-
management relations, flexicurity, and, ultimately, sustainable development 








Partnership for HRD:  








S THE TREND TOWARDS GLOBALIZATION and a knowledge-
based economy has intensified, the importance of lifelong 
learning has been increased. Human resources development 
(HRD) in a lifelong learning society requires well-developed exchanges and 
communication between those related to HRD, and the establishment of 
partnerships designed to mitigate any conflict of interest that might emerge.  
An HRD partnership can be defined as a system that is designed: to 
make the necessary investment in human resources development; to 
facilitate the effective distribution and usage of resources; to facilitate the 
establishment of a demand-led HRD system; and to ensure the simultaneous 
development of human resources in all regions through the establishment of 
effective information and communications channels linking the key partners 
at the societal level, namely, the government, employers and related 
organizations, labor and the relevant organizations, as well as education and 
training organizations.  
While a confrontational labor relation has plagued Korea via the 
presence of seemingly different union structures in every industry, and a 
collective bargaining process that is overly focused on issues such as wages 
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and working conditions, efforts to develop social partnerships designed to 
facilitate HRD have increased recently. The recent steps toward an 
establishment of HRD partnerships through industry-academia cooperation 
and the amendment of the Vocational Training Promotion Act indicate that 
HRD partnership will be promoted as a long-term policy in Korea. 
This chapter will look into the present situation of stakeholders in HRD 
partnership, trends in HRD partnership, and future directions to cope with 
the lifelong learning society. 
 
 
NATIONAL HRD PARTNERSHIP FRAMEWORK AND  
KEY ISSUES AT THE REGIONAL LEVEL 
 
Legal and Organizational Frameworks  
Laws and regulations dealing with social partnership related to HRD and 
the development of vocational skills include ‘Basic Law on Human 
Resources Development’, ‘Act on Establishment and Operation of the 
Korea Tripartite Commission (KTC)’, ‘Basic Employment Policy Act’, 
‘Workers’ Vocational Competency Development Act’, ‘Act on the 
Promotion of Workers’ Participation and Cooperation’, ‘Vocational 
Education & Training Act’ and ‘Employment Insurance Act’. A Special Act, 
‘Balanced National Development Act’, has also recently been enacted. 
However, the legal and institutional mechanisms related to social 
partnerships remain generally insufficient, the gap between the relevant 
laws and reality is too great, and there are almost no mechanisms to support 
such partnerships at the industrial level. 
At the national level, the institutional bodies related to HRD 
partnerships are Pan-Ministerial Committee on HRD, Labor union-
Entrepreneur-Government Council, Balanced National Development 
Commission, Vocational Education and Training Policy Commission, and 
Vocational Skills Development Council. 
The Pan-Ministerial Committee on HRD was established to foster an 
HRD partnership among the relevant government departments on February 
28, 2000. The committee is expected to screen and coordinate the major 
HRD-related policies in education, culture, and science and technology 
(S&T), and to act as a comprehensive body to manage HRD related policies 
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that had previously been implemented by various departments. However, 
the committee, which is composed of 12 ministerial or vice ministerial level 
officers headed by the Minister of Education and Human Resources 
Development, has performed poorly than expected. Due to just a few 
initiatives suggested by the relevant departments and the passive attitude of 
the committee members, its operations have not been as smooth as had been 
anticipated. In addition, the committee’s lack of policy tools has contributed 
its failure to provide the driving force needed to ensure the implementation 
of the selected agenda.
1)
 
The balanced national development policy being implemented by the 
Balanced National Development Commission is closely related to a wider 
partnership for HRD which features the activation of cooperation between 
industrial, academic, and research sectors to deepen and widen the education 
of specialized human resources in order to foster regional innovation; and the 
invigoration of exchanges and cooperation between universities, enterprises, 
research institutes, non-profit organizations, and local autonomous 
governments. Regional HRD offices have been set up within the regional 
innovation councils consisting of representatives from local industries, 
academia, the government sector and labor organizations.  
The Vocational Education and Training Policy Commission, which 
comprises the Prime Minister, the ministers from the related ministries, 
leaders of local autonomous governments, as well as representatives from 
labor, industrial, and public institutions, was originally tasked with 
establishing and overseeing matters related to vocational education and 
training policies, such as the basic plans for vocational education and training, 
the central policy governing vocational education and training and the 
certification system and the promotion of industry-academia cooperation and 
field training. While representatives from labor and management have 
officially participated in the other relevant commissions, committees, and 
councils, their focus on the forging of cooperation rather than actual decision-
making has meant that these commissions and councils have in reality been 
unable to properly carry out their roles. 
Meanwhile, no system has been established at the industrial 
                                            
1) Usually the Korea Tripartite Commission (KTC), the Balanced National Development Commission, 
the Vocational Education and Training Policy Commission and the Vocational Skills Development 
Council set agenda. 
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(occupational) level to facilitate labor-management participation in the 
establishment of HRD partnerships. Meanwhile, at the enterprise level, while 
the Labor-Management Council has defined the ‘establishment of basic plans 
to promote educational training and the development of vocational skills’ as 
its main objective, this structure has failed to function as originally planned on 
account of the gap that exists between labor unions and employers in their 
perceptions. Under the Workers’ Vocational Competency Development Act, 
the Minister of Labor is supposed to provide or finance the costs which 
employers must shell out to establish plans to develop/improve the vocational 
skills of their workers, offer vocational skills development training facilities 
and programs, or search for ways to develop and improve the vocational skills 
of their workers. The law added a clause that permits government to provide 
financial support if hearings be held within the Labor-Management Council 
or among the representatives of labor unions on the feasibility of the plan in 
2005 and thus cooperation between employers and labor union on the 
establishment of vocational skills development plans. 
In short, existing institutions are not properly working to induce active 
labor-management participation in the establishment and implementation of 
HRD and vocational training policies, and to foster the participation of labor 
and labor unions in in-house vocational skills development programs.  
 
HRD Partnerships still in an Early Stage of Development 
Let us analyze the present state of Korean HRD partnerships at the national, 
industrial, and enterprise levels. The Korea Tripartite Commission (KTC) can 
be regarded as the representative body in terms of HRD partnership at the 
national level. The KTC was established at the end of 1997 to overcome the 
financial crisis, which struck Korea that year. The KTC has since its 
inauguration been the most powerful tripartite cooperative body when it 
comes to economic and social issues at the national level. In accordance with 
the ‘Social Pact to Overcome the Economic Crisis’ reached on February 9, 
1998 in response to the financial crisis, labor, management and the 
government agreed to, as part of their efforts to improve employment security 
and ease unemployment, cooperate with one another in order to increase 
vocational training programs. In this Social Pact, the government made its 
intention clear to increase the number of vocational training programs for the 
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unemployed; provide subsides for vocational training and financial support 
for the installation of vocational training-related facilities in cases where a 
labor union and an employer’s organization agreed to introduce vocational 
training programs for the employed and the unemployed; and to increase the 
number of vocational training programs geared towards those who did not 
have employment insurance. Meanwhile, employers promised to increase 
their investment in the development of vocational skills, and the labor unions 
promised to actively participate and cooperate in the implementation of 
vocational education and training programs. 
Although the Korean Confederation of Trade Unions did not participate 
in the meeting held in July 2001, the third phase of the Tripartite 
Commission yielded an agreement between labor, management and 
government on the future direction of vocational training. The main points 
of this agreement can be summarized as follows: first, to promote the 
participation of labor and management in policy-making decisions 
concerning the development of job skills and the operation of related 
systems; second, to improve the effectiveness of the management of the 
relevant systems; third, to prepare the institutional improvement measures 
needed to activate voluntary vocational education and training; and fourth, 




In addition, bodies such as the Commission on Employment Policy and 
the Special Committee on Vocational Skills Development established by the 
Basic Employment Policy Act, the Vocational Education and Training Policy 
Commission, as well as the Vocational Education and Training Council 
established by the Vocational Education and Training Promotion Act are 
characterized by their focus on procedures which facilitate the collection of 
                                            
2) Agreement on the Direction of Improvements in Vocational Training (July 31, 2001). The tripartite 
parties-labor, management and government-sharing the view that the quality of human resources is 
the key to securing national competitiveness in this knowledge-based era, and that the following 
agreements are designed to positively come to terms with changes in the structure of the labor 
market and invigorate the development of workers’ job skills, hereby agree as follows: The three 
parties shall do their utmost to encourage participation by both labor and management in policy-
making decisions concerning the development of job skills and the operation of related systems; 
The three parties share the recognition that ‘workers’ voluntary education and training’ is a matter 
of significance and make efforts to prepare systematic measures to improve the support to, and 
reinvigoration of, such voluntary education and training. 
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the opinions of the government, labor, and management during the process of 
forging vocational training policies. However, labor unions’ lack of a proper 
understanding and specific knowledge of vocational education and training 
has meant that such bodies have failed to become equal partnerships. In 
addition, although labor and management have to some degree participated in 
the implementation of vocational training policies through their membership 
in such bodies as the Committee for the Selection of Vocational Courses, this 
participation has in reality been limited to the formal procedures.  
There was a failure to stimulate HRD partnerships at the industrial and 
individual workplace levels. As in the past, labor and management alike did 
not perceive the necessity for cooperation with one another and labor unions 
did not pursue an aggressive intervention strategy when it came to vocational 
training, with the result that the in-house development of human resources 
became the exclusive domain of the employer. This outcome was in large part 
the result of labor’s lack of understanding and passive attitude towards 
vocational education and training. However, an even more important cause of 
this situation was employers’ unilateral implementation of vocational 
education and training programs in accordance with their own needs and 
without any input from unions and workers. 
Labor unions and workers have gradually become interested in vocational 
education and training at both the industrial and individual workplace levels. 
In fact, there have been an increasing number of cases in which the demands 
made by unions and workers have been reflected in the vocational education 
and training programs developed and implemented in individual work places.  
As such, social partnership for HRD in Korea can be regarded as still 
being in its infancy. In other words, given the fact that we are only in the 
initial stages of establishing a tripartite partnership for vocational education 
and training, one would be hard-pressed to say that a true social partnership 
for HRD has been able to take root. Nevertheless, in the long run, the future 
looks bright in forming a tripartite partnership for vocational education and 
training. The main reason behind such an assertion is that the invigoration and 
increased effectiveness of vocational education and training creates a positive-
sum game for labor, management, and government. While it is true that 
cooperation between labor and management in the field of vocational 
education and training remains weak at the industrial and individual enterprise 
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levels due to both sides holding improper perceptions and the lack of the basic 
conditions (such factors as labor unions’ lack of relevant information and of 
specialized human resources) needed to establish a partnership, the 
Agreement on the Direction of Improvements in Vocational Training reached 
in July 2001, although issued in the form of a proclamation, can be seen as 
having great historical significance, since it is widely perceived as having set 
the stage for the establishment of a true social partnership in the HRD field. 
 
Issues in Forging Regional Partnership 
At the regional level, the equivalent of the KTC at the national level are the 
Regional Tripartite Commissions (RTCs). Other regional tripartite 
partnerships, which have been established in addition to the RTCs, include the 
Vocational Education and Training Councils and Regional Employment 
Commissions set up at the municipal and provincial levels. Moreover, in 
accordance with the Vocational Education and Training Promotion Act and 
the Basic Employment Policy Act, the participation of labor and management 
in these bodies has been guaranteed. However, as these commissions and 
councils have so far existed only in a formal fashion, it is difficult to argue 
that these organizations have in reality brought about regional tripartite 
partnerships. Therefore, the construction and formation of actual regional 
partnerships will in all likelihood be carried out by the RTCs rather than a 
wide variety of policy-making organizations. 
Although the formation of regional tripartite partnerships remains at a 
rudimentary stage, it is widely anticipated that as local autonomy expands, 
regional partnerships designed to invigorate local economies will also become 
more common. 
Experts agree that there is the need to establish an industrial and regional-
oriented HRD system rather than a centralized one. As such, an HRD system 
established at the industrial level, which would allow the special skills 
required in each industry to be reflected in the actual HRD strategy, is 
perceived as a practical means of raising the effectiveness of HRD. 
Meanwhile, an HRD system established at the regional level would make it 
possible to adjust the education system in the relevant region so that it reflects 
HRD goals 2002. It is generally agreed that HRD and vocational training 
projects established at the regional level are better suited to flexibly address 
regional characteristics. 
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Need for Regional Tripartite Partnerships 
The legal and institutional basis for regional partnerships when it comes to 
HRD policy has already been set down in the Act on the Establishment and 
Operation of the Korea Tripartite Commission, the Basic Employment Policy 
Act, and the Vocational Education and Training Promotion Act. Needless to 
say, much work remains to be done in this regard. For example, in the case of 
the RTCs, while the right to establish such a body belongs to the heads of 
local autonomous governments, the KTC has not been granted any 
supervisory role over the RTCs. 
In order for the three parties to perceive the need for such regional 
partnerships and to jointly develop a long-term strategy, regional HRD 
projects that can be effectively conducted through such partnerships should be 
drawn up. In this regard, the linkage of strategic industrial policies at the 
regional level with vocational training policies could very well be one of the 
measures employed to develop regional partnerships. In the end, more 
positive results can be expected if all three parties are involved in the 
discussions over the actual linkage of such policies, and the resulting 
measures are jointly implemented by labor and management. 
 
Building Strong Regional Partnership 
Of course, the successful development of regional economies and regional 
HRD projects does not require the participation of all labor unions and 
employers’ organizations or of all the workers and employers associated with 
organizations participating in such an endeavor. However, a more effective 
method of achieving the development and success of such regional endeavors 
involves building of strong regional partnerships whose stability stems from 
the fact that the participating labor-management organizations possess a high 
degree of representativeness and organizational power.  
Unfortunately, the application of unified standards for establishing 
regional partnerships is unlikely to yield the desired results. Hence, it would 
be more realistic to develop a case study of the low degree of organization 
and representativeness, and policy capacity of the relevant existing bodies to 
provide them with the necessary financial and administrative support, and 
then to establish measures to expand this case study nationwide. 
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INCREASING EFFORTS TO STRENGTHEN PARTNERSHIPS 
 
Joint Vocational Training Consortiums for SMEs 
Joint Vocational Training Consortiums for small and medium enterprises are 
representative HRD partnerships between government, enterprises, and 
vocational education and training institutes. They were started in 2002 with 
the goal of promoting vocational education and training opportunities for 
those employed by small and medium enterprises that had heretofore not had 
access to such training.  
The Joint Vocational Training Consortiums (JVTCs) for small and 
medium enterprises involve large enterprises and public training institutes 
overseeing programs geared towards the employees of small and medium 
enterprises. Moreover, the relevant training courses are developed and 
operated in accordance with the demands of those who they target, and the 
costs of such training are covered by employment insurance. There were 
originally six programs launched as pilot projects in 2002 which were 
undertaken under the auspices of the JVTCs for small and medium enterprises, 
namely those initiated by: the Daewoo Shipbuilding and Marine Engineering 
Co., Ltd. (DSME), Samsung Heavy Industries Co. Ltd., the KOAMI (Korea 
Association of Machinery Industry) vocational training school, the Busan 
Human Resources Development Institute, the Incheon Human Resources 
Development Institute, and the Gwangju Human Resources Development 
Institute.  
This number was increased to twelve in 2003. As a result of the positive 
results achieved so far, the Ministry of Labor has drawn up plans to expand 
the scope of this consortium system. 
The characteristics of a JVTC for small and medium enterprises are 
evidenced in its management committee composed of the directors of training 
institutes, managers of local labor offices and a consortium director, as well as 
vocational training specialists, persons in charge of the consortium training 
programs, and representatives from associated enterprises and the members of 
the consortium.  
This management committee deliberates and makes decisions on the core 
issues related to the operation of the overall consortium during regularly 
scheduled meetings held every quarter as well as specially convened meetings. 
The functions and roles of this management committee include: the screening 
188  New Paradigm of Human Resources Development 
of operational plans, including those related to the investigation of training 
demands and programs; consultations on the relevant educational and training 
programs, as well as the management of the programs themselves; inspection 
of actual training programs and follow-up measures; management of 
associated enterprises; job analysis; selection of participating enterprises and 
the development of measures to increase participation in such training 
programs; deliberations on the feasibility of the consortium’s budgetary plan, 
and other matters related to the management of the consortium.  
This type of consortium project has greatly increased the opportunities for 
workers from small and medium enterprises to participate in education and 
training programs designed to develop their vocational skills. It has also 
contributed to easing the difficulties faced by small and medium enterprises 
when providing in-house training programs. This consortium based on 
cooperation between large enterprises and associated enterprises has been 
perceived as a potential prototype for a regional and industrial HRD system. 
The programs offered in conjunction with these JVTCs for small and 
medium enterprises over the last three years have been praised for having 
opened a new phase in invigorating vocational training for the workers from 
small and medium enterprises. Moreover, they have been seen as a success 
both domestically and internationally. 
 
Expanding Partnership through e-Learning  
To promote e-Learning in Korea, a participation- and cooperation-based 
system has been established, led by the Federation of Korea e-Learning 
Companies and involving the government, enterprises, and e-Learning 
education and training organizations. The president of the Federation of Korea 
e-Learning Companies participates in the advisory council for e-Learning 
policy set up by the Ministry of Labor, and hosts public hearings on the 
establishment of basic policies. With regard to the implementation of these 
policies, the Federation of Korea e-Learning Companies exercises the right to 
conduct an advanced screening of the contents of e-Learning training courses 
and e-Learning contests.  
The Federation also participates in evaluating the relevant training 
institutes’ contribution to e-Learning. It also manages the certification of 
training institutes offering e-Learning services in conjunction with the 
Ministry of Labor.  
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<Table 9-1> The Role of the Federation of Korea e-Learning Companies 
 Participation 
Establishment of  
e-Learning plans 
▪ Participates in the advisory council (the president of the 
federation automatically becomes a member of the advisory 
council) 
▪ Hosts public hearings in conjunction of the Ministry of Labor 
Implementation of  
e-Learning policy 
▪ Possesses the right to conduct an advanced screening of the 
contents of the training courses applying for certification 
▪ Screening of e-Learning contests (advanced screening) 




▪ Evaluates, counsels and collects opinion about vocational skills 
training institutes  
▪ Jointly manages the certification of e-Learning organizations  
▪ Plays a central role in the evaluation of training institutes 
(mutual evaluation, assessment of contribution to e-Learning) 
 
Successful Regional Innovative Efforts 
Government, in 2003, identified the pursuit of balanced national development 
as one of the key goals of its domestic agenda, and has subsequently 
implemented projects to bring about regional innovative clusters as part of its 
balanced national development strategy. To attain this objective, a presidential 
body entitled the ‘Committee on Balanced National Development’ was set up 
to establish and implement related policies, and regional innovation councils 
were also established. 
The development of regional innovative capacity has been pointed out as 
the key to the success of projects related to regional innovative clusters. The 
structure used to develop innovative capacity is based on partnerships 
between the central government, local government, research and education 
and training institutes. Although labor organizations have not yet been 
included in this structure, some regional innovation projects implemented to 
construct HRD partnerships have included the participation of labor 
organizations. The regional innovation project established in the Ulsan area, 
which is centered on the automobile industry, represents a salient example of 
such an HRD partnership. 
The Ulsan Auto Valley Project, a regional innovative cluster project 
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involving the Ulsan factory of Hyundai Motor Company and small and 
medium enterprises associated with the automobile industry in the Ulsan area, 
has involved the active cultivation of tripartite cooperation in the field of 
vocational education and training. The Ulsan Auto Valley Project has focused 
on the establishment of a cooperative network system for vocational 
education and training programs, involving the participation of labor and 
management ensuring the flexibility and stability of the job market through 
establishment of job transfer and creation programs; improving regional 
innovative capacity; and narrowing the gap between workers from large 
enterprises and those from small and medium enterprises in terms of 
opportunities to participate in education and training programs.  
Another example of an academic-industrial-local partnership is Gyeonggi 
IT-LCD cluster. Doowon Technical College (DTC) tries to build Gyeonggi 
IT-LCD cluster as an academic-industrial cooperation, guaranteeing the influx 
of labor forces and knowledge from IT-LCD cluster of Paju, Suwon, and 
Pyeongtaek through the contract for training technological and functional 
human powers with Gyeonggi Province.  
DTC made a contraction for academic-industrial cooperation with LPL in 
September, 2004, and received one billion won in 2005. And the college is 
supposed to get 10 billion won for three years through an industry-academia-
governmental technology & function training plan of Gyeonggi provincial 
conference. In February, 2005, it also developed customized education 
courses about four duties on the maintenance-repair manpower for equipment 
through joint DACUM between LPL and Doowon. And under the agreement 
of military authorities, DTC finally purchased a site for Paju campus, and 
planned to found a campus, which offers display-related majors (500 persons), 
vocational training courses (500 persons), and professional college graduate 
courses (760 persons). In general, DTC promoted 5 major detailed projects to 
grow to be a key college, which supplies Gyeonggi IT-LCD cluster with 
technological-functional manpower by the academic-industrial cooperation 
project.  
Now, DTC makes an effort to build industry-academy-research networks 
centered on a participation of learners. And it also plans to pursue mutual 
profits of LCD cluster, Gyeonggi Province, industrial high schools, and DTC. 
For this, DTC makes a detailed program to develop and research 
commercialization technology through LCD-related consortium concerning 
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mechanic, electric, and electronic engineering. DTC also carries out 
production-contact technology guidance, the rationalization of management & 
quality management, interpretation & translation, information oriented IT, and 
bottleneck-technology guidance for small and medium enterprises such as a 
design supporting. Through the establishment of the circulating model for the 
inducement of the commencement of an enterprise, DTC helped start a 
business, and invests 1.4 billion won for the next four years to purchase high-
priced equipments for LCD and to construct common applicatory equipment-
room with joint small and medium enterprises. Finally following the high 
degree of an industrial structure, DTC cultivates human resources by 
developing joint educational courses with LCD cluster and running various 
educational programs.  
As it is necessary to ensure dialogue and cooperation between the various 
actors at the local community level in order to successfully implement 
regional innovation and HRD, this kind of regional innovative capacity 
modeled on an HRD partnership at the regional level is likely to be applied to 
other regional innovation projects in the future.  
 
Efforts to Meet Industry Demand 
As the lack of proper coordination between the industrial demand for human 
resources and the programs established by the relevant educational 
organizations has created serious human resource shortages both in qualitative 
and quantitative terms, the development of an HRD system at the industrial 
level has increasingly been sought as a means of addressing human resource 
demands from individual industries. In this regard, while the Ministry of 
Commerce, Industry and Energy has carried out pilot projects in the 
machinery, electronics, and e-business sectors, the Ministry of Labor has 
actively searched for ways to develop an HRD system within the shipbuilding 
and automobile industries.  
The Sectoral HRD Council (SHRDC), which was established under the 
auspices of the Ministry of Commerce, Industry and Energy and assigned to 
oversee the pilot projects set up in the above-mentioned three industrial 
sectors, consists of industrial organizations, enterprises, scholars, and  
specialists from research institutes. The SHRDC, as part of its efforts to 
develop measures to educate human resources in accordance with industrial 
demand through continuous cooperation between the demanders and 
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suppliers of human resources within a particular industry, investigates and 
evaluates the current status of HRD within that particular sector and then 
establishes a basic strategy. The functions of the SHRDC include the analysis 
of the current status and outlook for the supply of human resources in various 
industrial sectors; the search for ways to improve curriculums and 
certification standards in vocational high schools and engineering universities; 
the promotion of youth employment through the linkage of participating 
educational organizations (schools) with sectoral industries (enterprises); and 
matters related to HRD within associated industries (http://www.shrdc.or.kr).  
One successful case of linking school with enterprise is Kyungbook 
National University, KNU, which runs a customized curriculum called 
‘Mando Track’. KNU, located in the northeastern section of Daegu, was 
founded in 1946 with its College of Education, College of Medicine, and 
College of Agriculture. As of October 2004, the University has 15 colleges 
and 10 graduate schools with 17,299 students enrolled on bachelor programs, 
4,291 on master programs, and 1,107 studying for Ph.D. degrees. There are 
also 895 professors and 596 administrative staff. To foster an educational and 
research environment, the university also supports 27 auxiliary educational 
facilities and 54 research institutes. 
   KNU entered signed agreement with Mando Corporation, an automobile 
part company producing brakes, steering assemblies, and buffer devices. 
KNU runs ‘Mando Track’ to nurture young and talented students since 2004. 
Under the agreement, KNU offers a skills training and study courses 
requested by Mando, which offers employment to twenty students who 
successfully complete the course. In a win-win scenario, students are assured 
employment and Mando is able to recruit talented individuals.  
The background of this agreement is that corporations are spending 
hundreds of billions of won on educating and training new employees every 
year, and wasting more than six months. The Mando Track program addresses 
three social problems, namely the creation of employment, the development 
of the science and engineering community, and the revitalization of local 
community. According to the agreement, KNU selects subjects that Mando 
feels necessary in addition to the core subjects. KNU is offering five new 
subjects requested by Mando, including automobile chassis and vehicle 
dynamics, in addition to existing subjects available at the School of 
Mechanical Engineering, and School of Electrical Engineering and Computer 
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Science. During the summer vacation, 10 students from each of the two 
schools will also receive on-the-job training at a Mando research and 
development center for two years. Mando plans to provide a grant of about 10 
million won to each of the students, who will be hired after graduation 
depending upon grades and on-the-job training points. Twenty students each 
from junior and senior classes are selected. Mando provides administrative 
expenses for the new subjects and its own researchers as lecturers. 
Customized curriculum is known as the most effective program and achieves 
almost 100 percent employment. 
   Yonam Institute of Digital Technology has been selecting R&D personnel 
in advance with the help of LG Electronics and training them at Yonam since 
1998. LG enroll pre-selected high school graduates in Yonam with the request 
to train them according to the customized curriculum oriented to workplace 
needs. LG also provides students with tuition for their study. Those selected 
and trained for this program are hired by LG after graduation. 
Other universities also conclude MOUs with corporations and operate 
customized or work oriented curriculum. Samsung Electronics is affiliated 
with Hanyang University, Yonsei University, Korea University, and 
Sungkyunkwan University. These universities have been working with 
Samsung since 1997. Hanyang specializes in Software, Yonsei specializes in 
digital convergence, Korea specializes in telecommunication, and 
Sungkyunkwan specializes in IT. 
The key function of this sectoral HRD system is to transfer the 
responsibility for HRD related policies carried out by the central government 
to HRD committees, consisting of representatives from the government, labor, 
and management, set up within each industrial sector. This system is expected 
to play an important role in changing the current system based on the 
government-led management of training programs and certification to one led 
by the private sector. 
Although starting out as private autonomous bodies, the long-term goal 
for the desired HRD committees within each industrial sector is to turn them 
into official and legal bodies designed to facilitate the development of 
National Skill Standards (NSS) and the development and evaluation of 
vocational training and certification standards. Such a sector-based HRD 
system can only succeed when based on mutual understanding and 
cooperation between the three main actors in individual industrial sectors.  
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Mixed Bag of Successes and Failures  
The recent trend in terms of HRD partnerships can be summarized as follows: 
while the efforts to bring about a social dialogue and agreement between the 
three parties has all but ground to a halt at the macro level, cooperation 
between the government, enterprises, and education and training 
organizations has been relatively invigorated. 
The near-paralysis of the tripartite social partnership at the macro level is 
made evident by the fact that a crisis emerged with regard to the worker 
education subsidies which had been approved during the historical tripartite 
agreement of July 2001, as a result of the three parties’ inability to narrow 
their differences over this issue. 
Unlike the stagnation that has plagued the tripartite social partnership at 
the macro level, both labor-management cooperation at the individual 
enterprise level and partnerships between the government, enterprises, and 
education and training institutes have experienced a period of relative 
invigoration. The Joint Vocational Training Consortiums for small and 
medium enterprises launched in July 2001 by the Ministry of Labor, and the 
HRDI SMEs Support Centers begun in 2003 by the Ministry of Commerce, 
Industry and Energy can be interpreted as examples of an HRD system based 
on asocial partnership between the government, enterprises, and vocational 
education and training institutes. In addition, efforts to develop and expand a 
lifelong learning system at the individual enterprise level, as exemplified by 
the Yuhan-Kimberly Corporation’s initiative, have also been actively carried 
out at the government and private sector levels. The current so-called 
Participatory Government has perceived the lifelong learning model 
developed by the Yuhan-Kimberly Corporation as a new model capable of 
improving workers’ ability to pursue lifelong learning, labor productivity, and 
the competitiveness of enterprises; to preserve existing jobs and create new 
ones; as well as to foster a new type of labor-management cooperation. On 
March 3, 2004 the government established the New Paradigm Center within 
the Korea Labor Institute to carry out R&D related to the establishment of a 
lifelong learning model. In addition, the Presidential Commission on People-
Centered Competitiveness Initiatives was established on May 27, 2004 under 
the auspices of the Presidential Commission on Policy Planning. The 
Presidential Commission on People-Centered Competitiveness Initiatives is 
dedicated to establishing policy alternatives in terms of job creation. Its tasks 
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include the establishment of the infrastructure and the improvement of the 
institutions related to the construction of a lifelong learning system within the 
workplace, the easing of excessive work hours, and the introduction of 
innovative leisure and cultural lifestyles. 
The current amendment of the Vocational Training Promotion Act 
(VTPA) is designed to ensure  the participation of labor and management in 
vocational training. The amended Act stipulates that, as a principle, vocational 
training should be implemented based on the participation and cooperation of 
workers; labor should be represented whenever an employer decides to 
establish or implement a vocational training plan; the role of labor-
management organizations should be clearly spelled out whenever the 
Minister of Labor establishes a basic plan for vocational skills development; 
and preference should be granted to those vocational training programs 
implemented as part of an agreement between an individual employer and 
workers’ representatives.  
The VTPA amendment and subsequent introduction of the relevant 
implementation decree and regulations are expected to contribute to 
stabilizing labor-management relations based on social integration by 
invigorating labor-management participation in vocational training. Moreover, 
the VTPA amendment will improve the effectiveness of the Act on the 
Promotion of Workers’ Participation and Cooperation, and help to guarantee 
the effectiveness of the agreements reached by the Korea Tripartite 
Commission.  
Meanwhile, government departments have implemented various policies 
and projects designed to foster industry-academia sector cooperation. The 
Ministry of Education and Human Resources Development, in accordance 
with the demand for ‘industry-academia sector cooperation’, has focused on 
establishing the legal and institutional basis, as well as the mechanisms, 
needed to educate and foster skilled human resources and to develop and 
spread new knowledge and technologies by changing the existing Industrial 
Education Promotion Act to the Law on the Promotion of Education in the 
Workplace and Industry-Academic Sector Cooperation. The Balanced 
National Development Commission has pursued the ‘invigoration of industry-
academia cooperation’ as part of its ‘innovation-oriented economic 
development strategy’. The implementation methodology of such projects has 
been transformed from a standalone system approach based on individual 
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implementation, to an integrated systems approach based on horizontal 
linkage and cooperation among the various departments. 
The second phase of the industry-academia cooperation project launched 
in 2005 is being jointly implemented by the Ministry of Education and 
Human Resources Department, the Ministry of Commerce, Industry and 
Energy, and the Ministry of Labor. The feasibility of expanding this 
cooperation to include other departments (and local autonomous 
governments) in 2006 is now being reviewed. In addition, the number of 
enterprises which have established links with universities in order to develop 
customized education programs and contract courses, thus allowing these 
enterprises to directly intervene in the designing of educational curriculum in 
order to facilitate the education of appropriately skilled and knowledgeable 
human resources, has been steadily increasing. 
  
 
FUTURE PROSPECTS AND ROLE OF HRD PARTNERSHIP  
 
It is important that visions for a partnership-based HRD system are clearly 
formulated at each level. First, at the micro level, the HRDP vision at the 
individual and enterprise levels can be identified respectively as the focus on 
‘lifelong vocational skills development’, and the advent of ‘high performance 
work organizations (HPWO)’ and ‘learning organizations’. Meanwhile, at the 
meso level, the main vision at the regional level is one based on the advent of 
‘Regional Innovation Systems’, while at the industry level the HRDP vision is 
focused on the establishment of a ‘sectoral HRD system and strategic 
cooperation’. Lastly, at the macro level, the advent of a ‘holistic learning 
society’ and the ‘development into a first world country by becoming an 
innovative HRD nation’ can be identified respectively as the HRDP vision at 
the societal and national levels.  
 
The Role of HRD Partners 
 
Government 
The government can play an important role in fostering the establishment of 
HRD partnership in cases like Korea where the influence of labor and 
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management on HRD is insignificant. Above all, the government should alert 
the general public and enterprises alike to the importance of HRD, and 
promote the need for a social partnership for HRD. 
In addition, in order to heighten social equality when it comes to HRD, 
the government should strive to include the owners of small enterprises, non-
regular workers, young people and the long-term unemployed within the 
framework for vocational skills development projects. As far as enterprises 
are concerned, the government should promote those enterprises whose HRD 
programs were introduced through labor-management cooperation by 
providing them with incentives such as tax benefits. In addition, various 
support programs should be established to help those who are in charge of 
HRD at the enterprise level. In this regard, the development of training 
courses for education and training specialists in conjunction with the relevant 
agencies might be one of the measures that could be introduced. Lastly, the 
government should make efforts to solidify the tripartite policy consultation 
mechanism concerned with the implementation of HRD at various levels.  
 
Enterprises and Employers’ Associations 
The tasks of enterprises and employers’ associations with regard to the 
construction of a participation and cooperation-based HRD system can be 
summarized as follows: 
First, labor unions should be perceived as a valid partner when it comes to 
the formation of vocational skills development projects. In this regard, there is 
a need to ensure that labor unions and workers alike are privy to relevant 
information and are allowed to express their opinions during each stage, that 
is, from the establishment of vocational education and training plans to the 
selection, implementation, and evaluation of training courses. 
Second, it is necessary to increase workers’ incentives to participate in 
education and training programs by linking vocational education and training 
programs with compensation. As such, there is a need to induce workers to 
have an active say in matters related to the development of their vocational 
skills. 
Third, enterprises and employers’ associations should set up regional 
networks, or networks linking enterprises within the same industrial field to 
one another, with strategic cooperation promoted whenever necessary. In 
addition, by enhancing cooperation between the central government and local 
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governments, the demands of enterprises with regard to the establishment and 
implementation of vocational education and training related policies can be 
properly conveyed, as can continuous feedback on the effectiveness of the 
related policies.  
Fourth, it is also important to establish a cooperation structure between 
enterprises and vocational education and training institutes. Such a 
cooperation system would facilitate the exchange of human and material 
resources and the provision of support for vocational education and training 
programs. 
 
Workers and Labor Unions 
Workers and the related associations will also play an important role in the 
establishment of a new HRD system. Above all, it is necessary to heighten 
these two groups’ awareness of the need for vocational skills development 
projects and of the efficiency of a tripartite partnership in doing so. Moreover, 
workers and unions should be made to understand the importance of their 
participation in the education and utilization of HRD specialists. 
What’s more, workers and labor unions need to actively convey their 
opinions and demands to their employers during the establishment, 
implementation, and evaluation of vocational education and training plans. 
Meanwhile labor unions should strive to diversify the existing distribution-
oriented collective bargaining process, which has focused on wages and 
working conditions. In this regard, there is an urgent need to engage in skilled 
negotiations in order to make the improvement of workers’ skills and the 
advancement of their careers the main focus of the collective bargaining 
process. 
 
Vocational Education and Training Institutes 
Vocational education and training institutes play an important role in the 
construction of a partnership-based HRD system. In this regard, vocational 
education and training institutes should closely cooperate with workers, 
enterprises, and the government to establish HRD partnerships. 
These institutes should ensure that proper channels are set up to facilitate 
their ability to share information and exchange opinions with enterprises and 
workers, thus making it easier to identify the kinds of vocational education 
and training required by the industrial sector. Moreover, these institutes should 
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also actively respond to technological innovation taking place in the industrial 
sector by continuously reeducating their instructors and developing their 
teaching skills, while also developing new and effective education and 
training programs.  
It is very important for such institutions to enhance their cooperation with 
the government. Such close cooperative ties with the government should be 
pursued in order to ensure that the current status and requirements of 
education and training providers are properly reflected during the 
establishment and implementation of HRD policies so that they can respond 
positively to any changes in government policy. 
 
Measures to Establish Regional Partnership-based HRD System 
 
Establishing Links between Strategic Regional Industries & HRD 
An effective regional HRD policy and regional partnership requires the 
establishment of a structure that weaves together strategic regional industries, 
HRD projects and vocational training projects. This is because enhancing the 
education of human resources and developing vocational skills are essential 
elements of any effort to cultivate strategic regional industries. In order for 
HRD and vocational training projects to actually be effective, they should be 
closely linked to strategic regional industries. Meanwhile, regional 
partnerships, a comprehensive concept which includes the establishment of 
links between the industrial, academic, and research sectors, will help to 
secure the involvement of the three critical components of strategic regional 
industries, HRD and vocational training projects. In addition, such linkages 
will facilitate the establishment of regional partnerships by providing 
opportunities to coordinate the diverse and perhaps conflicting interests of the 
various regional actors. Therefore, priority should be placed on the formation 
of a system linking together these three aforementioned critical components.  
As far as adjusting the policies of various government departments is 
concerned, ways should be found to invigorate cooperation between the 
central and local governments: cooperation that is needed in order to establish 
a linkage system between strategic regional industries and HRD and 
vocational training projects; it should be enhanced in the following two 
aspects. First, the range of the central and local governments’ responsibilities 
and rights when it comes to the administration of the relevant projects, as well 
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as of the funds needed to do so, should be clearly spelled out. Second, a 
system designed to foster cooperation between the regional organizations 
under the central government and local governments should also be 
established. For example, when a local government strives to implement the 
measures drawn up by the Ministry of Commerce, Industry, and Energy to 
promote strategic regional industries, the Ministry of Labor, which is 
responsible for HRD and vocational training programs, should encourage the 
public vocational training institutes under its auspices to actively cooperate 
with the relevant local government. Conversely, when the Ministry of Labor 
strives to activate public vocational training institutes at the regional level, the 
Ministry of Commerce, Industry, and Energy and the relevant local 
government should do their utmost to help it achieve its objectives. 
 
Stabilizing Regional Partnerships  
The participation of labor and management, as well as the government’s 
sharing of its policy making rights with these two groups during the 
implementation of linkage projects will help to develop a regional partnership 
between labor, management and government. In other words, the three parties 
should all go out to play a leadership role in ensuring the stability of the 
regional partnerships needed to assure the effective operation of linkage 
projects, with these achievements then being cycled back into strengthening 
the regional partnership. They should also strive to avoid a vicious cycle from 
taking root. If the three parties become interested solely in protecting their 
own interests, the implementation of projects is bound to be delayed. Such an 
outcome would affect the regional economy, which would in turn lead each 
party to blame one another to avoid taking responsibility for the turn of events, 
eventually weakening the partnership. With the partnership impaired, there 
would be further delay in the implementation of the relevant projects and thus 
creating a vicious cycle. 
The introduction of a method of implementing regional HRD policy that 
involves the central government simply selecting the relevant objectives and 
then allowing labor and management to participate in the selection of 
programs which mesh with these objectives and also allowing regional 
partnerships to oversee the actual implementation of the program is more 
realistic and practical than the simple introduction of standardized regional 
partnerships.  
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The transparency of projects can be increased by allowing regional 
partnerships to participate in the selection and implementation, as well as in 
the evaluation of the programs in question. Moreover, a review of the 
handling of the budget and implementation of the project should be carried 
out at the local community level. Such a review can contribute to overall 
project acceptance by enhancing the social support for the project 
implemented by the regional partnership. 
 
Establishing an HRD-oriented Industry-Academia Cooperation System 
Basic educational support policy has been based on a fixed notion of 
educational institutes as the providers of human resources and enterprises as 
the demanders. As such, industry-academia cooperation is inherently oriented 
towards educational institutes: industry-academia cooperation policies are 
designed to help educational institutes cope with the demands of enterprises, 
while limiting the participation of enterprises and government in the process. 
Therefore, it is necessary for educational institutes, enterprises, and the 
government, in their roles both as providers and demanders, as well as agents 
of change, to actively participate in industry-academia cooperation in order to 
create an innovative economy. 
In terms of industry-academia policy projects, there is a need to move 
beyond the one-sided support provided for universities and research institutes 
and provide support for enterprises and local communities (local autonomous 
governments) as well.  Once the existing one-sided government support 
policy has been done away with, an industry-academia cooperation support 
policy that is focused on various key actors, and takes into consideration 
regional conditions and the characteristics of local educational institutes and 
enterprises, should be developed. Moreover, projects designed to facilitate the 
creation of an industry-academia cooperation system should be implemented, 
for example, one based on the demands of universities, employers’ 
associations, and individual industries should be established by the 
government. In order to create such a system, a diversified, innovative, actor-
centered dissemination policy should be implemented that involves the 
formation of three different types of industry-academia cooperation bodies: 
university-oriented, university consortium-oriented and local autonomy-
oriented.  
The central government and local autonomous governments need to 
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implement a policy capable of laying the groundwork for executing policies at 
the macro and meso levels. In addition, at the management level, the actors 
involved in industry-academia cooperation should formulate a support policy 
that makes it possible for such cooperation to be implemented at the meso 
and micro levels. Meanwhile, at the micro level, industry-academia 
cooperation should be encouraged and nurtured in the hardware, 
humanware, mindware, and software spheres. More to the point, the central 
industry-academia cooperation body should establish and implement an 
industry-academia cooperation strategy centered on support at the macro 
and meso levels; the regional industry-academia cooperation bodies should 
do likewise at the meso and micro levels; and the educational institutes and 
industries should follow suit at the micro level. 
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